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APPEALS 
8-1 S/C 
Field, Rodger C. 
Public employees' right to pre-termination hearing under the due process clause. 
Indiana law journal, vol. 48, no. 1, Fall 1972, pp. 127-137. 

"In two recent cases [ Perry ve Sinderman, 92 S. Ct. 2694 (1972) and Board of 
Regents v. Roth, 92 S. Ct. 2701 (1972) | involving the non-retention of untenured 
faculty members, the Supreme Court has established an important new policy for 
determining a person's due process right to a hearing. The two decisions have 
implications far beyond the academic area, suggesting (1) that all public employees 
may be entitled to a hearing prior to dismissal and (2) that a hearing may be 
required before governmental benefits other than employment may be terminated or 
refused." 








ATTITUDE SURVEYS 

8-2 

Wheatley, Bruce C. and William B. Cash. 
The employee survey: correcting its basic weaknesses. Personnel journal, vol. 52, 
no. 6, June 1973, pp. 456-459. 

Explains the common weaknesses of employee attitude surveys as including too many 
items, comparing the results with national norms, utilizing only one survey technique, 
and failing to report the results in a reasonable amount of time. The authors suggest 
ways to correct these problems and explain how to design the survey to fit the 
organization's needs. 





AUTOMATIC DATA PROCESSING--EFFECTS 


8-3 

Tomeski, Edward A. and Harold Lazarus. 
A humanized approach to computers. Computers and automation, vol. 22, no. 6, 
June 1973, pp. 21-25. 

From research in 87 organizations the authors conclude that "human, not 
technical problems, are the major obstacles to more effective computer applications, 
Yet it is the human problems that tend to be neglected." 

Several specific areas where consideration of the human element is mandatory 
are identified and discussed. 





AUTOMATIC DATA PROCESSING-—PERSONNEL 





8-4 

Elliott, Clifford. 
The informal problems of systems specialists. Personnel journal, vol. 52, no. 6, 
June 1973, pp. 479-482. 

",.eMany personnel problems have arisen due to the interaction of computer 
professionals with non-computer staff." This article identifies some of the 
causes of these problems. 

8-5 


Radius, David A. 
Stop controlling the programmer. Journal of systems management, vol. 24, no. 6, 
June 1973, pp. 21-24. 
Offers suggestions for managing programmers so that they can achieve their 
maximum performance and productivity potentials. 


CHANGE, ORGANIZATIONAL 


8-6 1d72.9 .B9lt 
Burke, Wyatt and Harvey A. Hornstein. 
The social technology of organization development. Fairfax, Va., NTL Learning 
Resources, 1972. 340 pp. 

This compilation of articles provides an overview of organization development 
technology. The volume has sections on team building, managing conflict, techno- 
structural intervention, data feedback, and training. 








8-7 
Cadwe 


) 
fe) 
s 
d 
O 


Fr es OO OFS 


8-] 
Civ 








le, 


ost 


S. 





CHANGE, ORGANIZATIONAL (Cont'd) 








Id72 .C12b 


8-7 
Cadwell, Raymond B. 


Barriers to planned change; a study of two business organizations. Dublin, Irish 
National Productivity Committee, Development Division, 1970. 170 pp. (Human 
sciences in industry-study no. 5) 

The first part of this book presents case studies of the implementation of 
organizational change in two Irish companies which are evaluated in terms of extent 
of change achieved and the factors affecting the success or failure of the change 
strategy. A preliminary model of the key determinants of organizational behavior is 
developed. The second part is devoted to a review of the literature concerning sources 
of resistance to change and strategies employed for implementing change. 


8-8 
Crockett, William J. 


For those who want to take organizational development seriously. Management 
review, vol. 62, no. 6, June 1973, pp. 13-19. 

Saga Administrative Corporation's vice president for human relations explains 
what the company learned from its experience with organization development about the 


successful implementation of OD programs, the pitfalls to be avoided, and the indicators 
of success. ‘ 


8-9 Id72 .G58r 
Golembiewski, Robert T. 


Renewing organizations; the laboratory approach to planned change. Itasca, I1l., 
F,E. Peacock, 1972. 593 pp. 

"This book deals with how individuals and organizations can go about making more 
effective choices, as well as coping better with change if that is what we choose 
or have thrust on us."" Two basic points of reference are the laboratory approach 
and organization development. 


8-10 
Molander, Christopher F. 


Organizational development and industrial relations. Personnel review (Gt. Brit.), 
vol. 2, no. 1, Winter 1973, pp. 26-34. 

Societal and technological changes are identified which are likely to require 
reciprocal changes in industrial organizations and organization development is 
discussed as the emerging concept in managing planned change. OD techniques are 
illustrated with an examination of the application of three change strategies 
to the management of industrial relations conflict. 


CIVIL SERVICE 
8-11 
Baughin, William A. 
Murray Seasongood--urban reformer and champion of merit employment; a tribute. 
Good government, vol. 90, no. 2, Summer 1973, pp. 1-7. 
Reviews the career of Murray Seasongood and his life-long efforts to promote the 
cause of the merit system in civil service. Seasongood was a 1973 recipient of a 
National Civil Service League Career Service Award. 


8-12 
Civil service commissions in city and county government. Urban data service, vol. 5, 
no. 6, June 1973, 9 pp. 

Results of this survey of 454 cities and 128 counties are used to describe 
general characteristics of civil service commissions; their functions, responsi- 
bilities and activities; their membership; and how their members are appointed and 
Compensated. This report is based on a survey conducted by the International City 
Management Association in the summer of 1972. 





CIVIL SERVICE (Cont'd) 

8-13 S/C 

A constitutional analysis of the spoils system--the judiciary visits patronage place, 
Iowa law review, vol. 57, no. 5, June 1972, pp. 1320-1353. 

Even though civil service legislation has been widely adopted by Federal, state 

and local governments, a system of party patronage still exists in many 
areas, particularly in county and municipal governments. This Note examines the 
constitutionality of government employee dismissals based solely on the criterion 
of political party affiliation. 


8-14 Ic203 .1f5A4c 
Illinois. Department of Personnel. 
Career opportunities for college graduates. Prepared by the Public and Employees 
Information Unit. Springfield, 19737 18 pp. 

Explains the Career Opportunities for College Graduates (C.0.C.G.) program, a 
career ladder scheme developed by the L[llinois Department of Personnel. It consists 
of four basic classes for developing a career in state government under the state 
merit system: accounting and fiscal administration career trainee program, 
governmental career trainee program, life sciences career trainee program, and 
social services career trainee program. 


8-15 1c204 .L53p 
Lekachman, Robert, 
Public service employment; jobs for all. New York, Public Affairs Committee, Inc., 


1972. 28 pp. (Public affairs pamphlet no. 481) 

This pamphlet explains the concept of public service employment programs as a 
method of reducing unemployment, upgrading the quality of life and providing the 
disadvantaged with opportunities for acquiring useful training. and meaningful 
employment. 


8-16 1c23.5 .N2la 1971 
National Civil Service League. 
Annual report; 1971. Washington, n.d. 4 pp. 
Descriptive title: Changing the system; a league mandate since 1881. 


8-17 Tech. Rpts. 
Social Development Corporation, 
Human resource management, by Michael Wilson and others. Springfield, Va., 
National Technical Information Service, 1971. 182 pp. (PB- 212-076) 

"A volume of seven parts describes various approaches to be used with public 
agencies in order to convince them to implement New Careers concepts. The 
procedures for conducting human resource management are spelled out. Charts 
and Graphic presentations of career ladders and task analysis techniques are 
included. .+.+ Mrit systems are explained conceptually and in relation to New 
Careers. The role of Public Service Careers in updating and opening local merit 
systems is detailed." 


Partial contents: Pt. 1, Job development in the public service, by Michael Wilson; 


pt. 3, Human resource management in the public sector--the state of the art, by 
James W. Lundberg. The remaining sections have been listed as separate publications 
in Personnel Literature, 





CIVIL SERVICE, FEDERAL 





8-18 1e437 .L4Am3£ 1973 
American Bar Association. 
Federal government legal career opportunities, 1973. Prepared by Law Student 
Division, Chicago, 1973. 158 pp. 
Explains the requirements, nature of work and how to apply for legal positions 
in legislative, judicial and executive branches of the Federal government and 
in the executive departments and independent agencies. 
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CIVIL SERVICE, FEDERAL (Cont'd) 








8-19 

Kelley, Russell B. 
Aspects of personal service contracting. Federal accountant, vol. 22, no. 2; 
June 1973, pp. 24-32. 

In this discussion of armed forces personal service contracting for engineering 
and technical services other than for research and development, the author considers 
legal issues involved, the merits of different contract types and problems associated 
with pricing. 


8-20 S/I 
Rouse, John E., Jr. and John D. Huss. 
Modernizing the Federal field structure. Midwest review of public administration, 


vol. 6, no. 2, August 1972, pp. 87-97. 

"This paper describes the administrative and political activities and decisions 
leading toward the Executive Order /statement by the President, March 27, 1969, 
creating eight standard regions for the social agencies of the_Federal government/ 
and a major revision /statement by the President, May 21, 1969/ that followed 
closely on its heels and evaluates the resulting regional organization as a moderniz- 
ing evolutionary step in American governmental development." 


8-21 PR Ic32 .Un495a 1971/72 
U.S. Federal Executive Boards. 
Annual report, FY 1972. Washington, 1973. 10 pp. 
Summarizes local Board activities related to the priority issues of consumer 
protection, environmental quality, minority business enterprise and equal employ- 
ment opportunity. 


8-22 Ic32 .Un25s 1972 
U.S. Office of Management and Budget. 
Summary of the annual conference of Federal Executive Board chairmen, 1972. 
Washington, 1972. 19 pp. 

Activities at the conference included a talk entitled "An assessment of Federal 
Executive Boards," by William Kolberg and discussions of the major themes for FY 1973 
(environmental quality, consumer affairs, minority business opportunity and local 
problems). 

From the FEB Newsletter, vol. 2, no. 2, July 1972. 


8-23 
Nigro, Felix A. 
Two civil service systems--alike yet different. Good government, vol. 90, no. 2, 
Summer 1973, pp. 8-11. 
Briefly reviews the findings and recommendations of the Fulton Committee and 
explains what recommendations have been implemented. Discusses a few differences 
and similarities between the U.S. and British civil service systems. 


COLLEGE GRADUATES 

8-24 

Endicott, Frank S, 
Trends in employment of college and university graduates in business and industry, 
1973, Berea, Ohio, American Society for Personnel Administration, Professional 
Information Committee, 1972, 12 pp. 


An upward trend in hiring is seen as a response to a favorable outlook for 
business conditions during 1973. 
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COMMUNICATION TECHNIQUES 





8-25 
Athanassiades, John C. 
The distortion of upward communication in hierarchical organizations. Academy 


of Management journal, vol. 16, no. 2, June 1973, pp. 207-226. 

This study investigated the relationship between the distortion of upward 
communication and the following variables: ascendance drive, level of security 
need satisfaction, and degree of authority the employee exercises over his own 
job. Faculty members of a state university and patrolmen from a large southern 
police department participated in the study. The findings show that "distortion of 
upward communication is negatively related to level of security and positively 
related to achievment needs; also positively related to a 'heteronomous' organiza- 
tional climate and negatively related to an ‘autonomous! climate." 


8- 26 1d52.3 .B27w 
Barr, Doris W. 
Writing, listening, speaking for business and professional students. Belmont, 
Calif., Wadsworth, 1972. 370 pp. 
This text is oriented toward the communication skills the student will need in 
obtaining a position (preparing resumes and letters and participating in 
interviews) and those which are required on the job. 


8-27 
Fox, Joseph M. 
Some whats, whys, and hows of communicating. Journal of Navy civilian manpower 
management, vol. 7, no. 2, Summer 1973, pp. 3-9, 30. 
Explains why good communications are important and how they can be improved. 


8-28 Tech. Rpts. 
Pflaumer, Elizabeth M. 
Listening; a definition and application. Bethesda, Md., Leasco Information Products, 


1972. 17 pp. (ED- 063-789) 

From responses to an open-ended interview, four listening personalities 
were conceptualized and an ideal listening personality was defined. Explains 
how these conceptualizations can be used in a classroom situation to help bring 
students closer to the ideal listening type. 

Paper presented at International Communication Association Annual Convention, 
Atlanta, Georgia, April 19-22, 1972. 


CONDUCT - - EMPLOYEES 
8-29 
Strange, Charles A, 
Loyalty: what's it worth? Management review, vol. 62, no. 6, June 1973, pp. 54-56. 
Strange discusses what the organization and supervisor can reasonably expect in 


the way of loyalty from employees and what the employee can expect from the 
organization. 


Condensed from Machine Design, February 22, 1973. 








CONFERENCES 
8-30 
Jones, T. C. 


Phone meetings communicate more at less expense. Management review, vol. 62, no. 6, 
June 1973, pp. 29-32, 41. 

The benefits and problems of telephone meetings were studied during a series of 
experimental meetings with an average of fourteen participants from six different 
IBM locations. 
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CONFERENCES (Cont'd) 

8-31 

Pattullo, Gerald W. 

Why staff meetings fall flat. Nation's >usiness, vol. 61, no. 5, May 1973, pp. 67-68, 
Mentions several reasons for the failure of staff meetings to accomplish any 

meaningful results and suggests some general principles for conducting successful 

meetings. 


COUNSELING 

8-32 

Benedict, David S. 
A generalist counselor in industry. Personnel and guidance journal, vol. 51, no. 10 
June 1973, pp. 717-722. 

This case study of the first year's experiences of a human relations counselor in 

a trucking firm explains why the position was established, what types of services 
were provided and what kinds of organizational relationships affected the counselor's 
effectiveness. 


CREATIVE THINKING 


8-33 1e405.2 .D35p 
de Bono, Edward. 
PO; a device for successful thinking. New York, Simon and Schuster, 1972. 218 pp. 





DECISION-MAKING 

8-34 

Hollingsworth, A. Thomas, 
Improving managerial decisions that affect human resources. Personnel journal, 
vol. 52, no. 6, June 1973, pp. 446-450. 

Three case studies are presented which illustrate the need for managers to consider 
both the controllable organizational variables and the informal variables stemming 
from personal relations within the organization when making decisions that directly 
or indirectly affect human resources. 





DISADVANTAGED 


8-35 

Lipsky, David B. 
Employer role in hard-core trainee success. Industrial relations, vol. 12, no. 2, 
May 1973, pp. 125-136. 

"This study examines the role of the employers in Project Jobs, Education, and 
Training (JET), a federal manpower program conducted in Buffalo, New York. Project 
JET ... was intended to combine educational and on-the-job training for adult blacks 
with severe educational handicaps."" Employer characteristics found to be associated 
with trainee success were size, unionization, reason for participation, provision of 
a tutoring program and periodic counseling and an "open-minded" and "optimistic" 
attitude. 

This study was part of a larger research project reported in Jobs, Education, 
and Training: Research on a Project Combining Literacy and On-the-Job Training 
for the Disadvantaged. 

8-36 1e152.9 .NL9t 
National Civil Service League. 
The disadvantaged and government jobs; a bibliography. Washington, Manpower Press, 
1973. 48 pp. 
Includes sections on new careers and on specific programs. 














8-37 Tel52 .N21t 
National Civil Service League. 
Training and testing the disadvantaged. Washington, Manpower Press, 1973. 69 pp. 
Chapter headings: Training the disadvantaged; Task analysis for training the 
disadvantaged; How to structure job tasks for training the disadvantaged; 
Performance testing. 











8-38 1e532 .Av5p 
Avins, Alfred. 
Penalties for misconduct on the job. New York, Oceana, 1972. 124 pp. (Legal 
almanac series no. 69) 
Rulings on such offenses as absence without leave, non-performance of job duties, 
breaches of discipline, lying and falsification, disloyalty, damage to property or 
goodwill, and disreputable outside conduct. 


EMPLOYEES - -PARTICIPATION IN MANAGEMENT 





8-39 S/I 
Klein, S. M. and D. Schaupp. 
Participative management in the United States. Management international review, 


vol. 12, no. 1, 1972, pp. 17-25. 

Research on participative management in 16 U.S. IBM plants found that the degree 
of participative management was highly and consistently associated with employee 
satisfaction; however, relationships with perceptions of motivation were not as 
clear-cut. 

Text in English with summaries in French and German. 

8-40 

Levy, Michael H. 
Be an amateur psychologist--but be a good one, Best's review (life/health insurance 
ed.), vol. 74, no. 2, June 1973, pp. 80, 82, 84+, 

Self-understanding and increased understanding of human values will help the 
manager develop management principles which accommodate the personality needs of 
employees. Participative management is discussed as one possible method of 
utilizing sound management techniques and accommodating employee personality needs, 


EQUAL OPPORTUNITY IN EMPLOYMENT 





8-41 Iel52 .P38st vol. 3 
Anderson, Bernard E. 
Negro employment in public utilities; a study of racial policies in the electric 
power, gas, and telephone industries. 1970. 261 pp. (Pennsylvania, University, 
Wharton School of Finance and Commerce. Studies of Negro employment vol. 3) 


8-42 Iel52 .C76n 
Conference Board, Inc. 
Nondiscrimination in employment; changing perspectives, 1963-1972, by Ruth G. 
Shaeffer, New York, 1973. 100 pp. (Report no. 589) 

Discusses Federal nondiscrimination regulations which apply to business and ex- 
plains how the courts have interpreted these regulations. The appendices present 
excerpts from court decisions about nondiscrimination and the full texts of regula- 
tions as amended. 


8-43 Ic202 .D63s 1971 
District of Columbia. Office of Human Rights. 
Staffing patterns in the government of the District of Columbia as of December 12, 
1971. Prepared by James W. Baldwin. Washington, n.d. 167 pp. 
A report on the race, minority group status, sex and salary of D.C. government 
employees for the government as a whole and by department, 
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EQUAL EMPLOYMENT OPPORTUNITY (Cont'd) 





8-44 S/C 
Dotsey, Michael. 
Equal employment opportunity--a brief history and the new Federal approach through 
affirmative action. The Forum (American Bar Assn., Section of Insurance, Negligence 
and Compensation Law), vol. 8, no. 1, Fall 1972, pp. 100-113. 
Dotsey traces the history of equal employment opportunity legislation from the 
Civil Rights Act of 1866 through the Equal Employment Opportunity Act of 1972 and 
concludes that the most effective weapons against discrimination have been recent legis- 
lation and executive orders which imposed affirmative action plans on employers. 


8-45 

Isachsen, Olaf. 
Taking the chaos out of affirmative action. Personnel administrator, vol. 18, no. 3, 
May-June 1973, pp. 55-57. 

The complexities of complying with guidelines and paperwork requirements of the 
Affirmative Action Program are blamed for some of the frustrations felt by both 
managers and the work force. That author asks that those "who initiate bulletins 
and interoffice memos ... realize that meaning is in people and not in documents!" 


8-46 
Jauch, Lawrence R. 
The arbitration of racial discrimination cases as a result of employment practices. 
Labor law journal, vol. 24, no. 6, June 1973, pp. 367-375. 
A look at arbitration and its record of decisions regarding racial discrimination’ 
leaves the author to conclude that it has not thus far provided sufficient safeguards 
for the black worker. He suggests remedies. 


8-47 Iel52 .N42an 1971 
New York (State). Department of Civil Service. 
Annual report on the occupations, job status and ethnic characteristics of 
employees in New York State agencies, 1971. Prepared by Ethnic Research Section. 
Albany, 1972? 4O pp. 


8-48 
Pati, Gopal C. and Patrick E. Fahey. 
Affirmative action program: its realities and challenges. Labor law journal, 
vol. 24, no. 6, June 1973, pp. 351-361. 
"The authors examine the situation faced by modern business in complying with 
Federal minority hiring goals."" Legal requirements, recruitment testing, promotion, 
and supervisory and corporate attitudes are explored. 


8-49 Tech. Rpts. 

Syracuse University. Maxwell Graduate School of Citizenship and Public Affairs. 
Discriminatory hiring practices, by H. George Frederickson and others. Bethesda, 
Md., Leasco Information Products, 1972. (ED- 065-705) 

"The purpose of this study has been to review the major follow-up studies in 
employment discrimination, to define such discrimination, to recommend means of 
eliminating such discrimination, and to chart a course for future study and 
application." A model is proposed for aiding the understanding of the 
discrimination concept and for identifying possible methods of reducing discriminatory 
practices. 

Prepared in cooperation with University of the State of New York, State Education 
Department, Bureau of Occupational Education Research. 


5-50 1e152.5 .Un38f 
U.S. Congress. House. Committee on the Judiciary. 

Federal employment problems of the Spanish speaking; a report of the Civil Rights 

Oversight Committee (Subcommittee no. 4). Washington, U.S. Govt. Print. Off., 1972. 
8 pp. (H. com. print, 92nd Cong.) 

Findings and recommendations drawn from testimony received by the Civil Rights 
Oversight Subcommittee. 


EQUAL EMPLOYMENT OPPORTUNITY (Cont'd) 





8-51 Iel52 .Un38t 
U.S. Congress. Senate. Committee on Labor and Public Welfare. 
Title VII of Civil Rights Act showing changes made by Senate amendment. Washington, 
U.S. Govt. Print. Off., 1972. 23 pp. (S. com. print, 92nd Cong.) 
Title VII deals with equal employment opportunity. Included among the changes is 
the addition of governments, governmental agencies and political subdivisions to the 
list of those subject to the provisions of Title VII. 


Tel52 .Un472hr 1971 


Ph 


8-5 
U.S. Equal Employment Opportunity Commission. 
Hearings before...on utilization of minority and women workers in the public 
utilities industry. Washington, U.S. Govt. Print. Off., 1972. 559 pp. 
Representatives of major utility firms reported on efforts to develop employ- 
ment opportunities for minority group members and women during these hearings 
which examined employment practices of private gas and electric companies. 


ETHICS 
8-53 JK424 .P44b 
Peters, Charles and Taylor Branch. 

Blowing the whistle; dissent in the public interest. New York, Praeger, 1972. 


305 pp. 
A collection of articles on whistle blowing, muckraking from within, drawn 
largely from the Washington Monthly. .Ernest Fitzgerald, Otto Otepka, and 





Daniel Ellsberg are among the subjects. 


EXECUTIVES 

8-54 

The black judge in America: a statistical profile; a special Society report. Judicature, 
vol. 57, no. 1, June-July 1973, pp. 18-21, 24-25. 

Findings of a survey conducted by the American Judicature Society and the Judicial 
Council of the National Bar Association in late 1971 and early 1972. Data relate to 
the method of selection, the type of court in which the judges sit, state of birth, 
education and experience, and salary. 


8-55 S/I 
Hefner, James A, and Alice E. Kidder. 
Racial integration in southern management positions. Phylon, vol. 33, no. 2, 
Summer 1972, pp. 193-200. 

Research shows that the employment of Negroes in managerial positions by Atlanta 
firms has increased, but it is still unevenly distributed. Firms employing Negro 
managers tend to be large, involved in the consumer market and/or to have a 
government contract. Experiences of Negroes in management are also discussed, 


8-56 
Williams, Roger and Frank Sneath. 


A suitable case for treatment--the redundant executive, Personnel review (Gt. Brit.), 


vol, 2, no. 1, Winter 1973, pp. 52-61. 

Reducing the executive labor force often creates a great deal of stress for the 
individuals involved and for those who remain. The authors recommend preparing 
executives for possible redundancy throughout their careers by providing financial 
advice, counseling and guidance services and retraining programs. 

Parts of this paper were originally presented at a NATO seminar on Leadership 
and Management Appraisalin Brussels in August 1971. 
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EXECUTIVES--ABILITIES AND CHARACTERISTICS 
8-57 1d33 .B32c 

pattalia, O. William and John J. Tarrant. 

The corporate eunuch. New York, T.Y. Crowell, 1973. 180 pp. 

"This book is about the American corporate manager who has made it many rungs 
up the success ladder, who has achieved a position in which he has status, money 
and power, but who still feels restless and unfulfilled. This book is about how 
to make a success of success." 

Excerpts from the book appear in a series of articles published in Dun's 
starting with the February 1973 issue. 





8-58 
Castles, William A., II. 
Climbing the corporate ladder. The Secretary, vol. 33, no. 6, June-July 1973, 
pp. 8-1l. 
Examines the characteristics of the professional manager and the multiple 
roles he must play within the organization. Points out the variety of human 
relations skills required for successful performance of managerial responsibilities. 


8-59 
Child, John and Tony Ellis. 
Predictors of variation in managerial roles. Human relations, vol. 26, no. 2, 


April 1973, pp. 227-250. 

This study of 787 managers from 78 business companies (some British-owned and 
some American-owned) located in different British industries found that type of 
industry, organizational structure, functional specialization, size of organization, 
country of ownership and hierarchical level of senior managers predicted certain 
managerial role characteristics. 

8-60 
Gellerman, Saul. 
Gellerman case-book 3. Management today (Gt. Brit.), Jume 1973, pp. 72-75, 150. 

These two case studies of a successful and an unsuccessful manager illustrate the 
point that knowing what facts to look for is more important than a manager knowing a 
lot of facts. 

8-61 S/I 
Hultgren, Roger T. 
Council-manager government in Connecticut: characteristics of the managers. Connecti- 
cut government, vol. 26, no. 1, Fall 1972, pp. 5-8. 

"This study presents a descriptive account of council-manager government and gives 
a_sketch of the typical Connecticut council-manager community and its manager 
/including his age, educational background, previous experience and job responsi- 
bilities/." 


8-62 
Mee, John F, 
meee of the future. Business horizons, vol. 16, no. 3, June 1973, pp. 5-6, 
After a brief look at managers of the past, Mee describes the manager of the 
future pointing out the responsibilities he will have and some of the problems he 
will face as he develops into a "public oriented executive." 


8-63 
Miller, Martin R. 
Climbing the corporate pyramid, New York, AMACOM, 1973. 136 pp. 
A guide to beginning and lower-middle managers on how to get ahead. Includes 


—e on job stress, the need for peer group compatibility, sizing up superiors, 
orking with subordinates, and managing time creatively. 


1d33 .M6lc 


EXECUTIVES--ABILITIES AND CHARACTERISTICS (Cont'd) 





8-64 Tech. Rpts. 
Minnesota. University. Department of Psychology. 
Managerial success; a study of value and demographic correlates, by George W, 
England and Myron L. Weber. Minneapolis, 1972. 41 pp. (AD- 749-803) 
"Data regarding the values and demographic characteristics of a diverse 
sample of 1072 American managers were gathered using England's Personal Values 
Questionnaire, an instrument employing a modified semantic differential format. 
Six hundred seventy-five American managers were then classified into three levels 
of personal ‘success! based on a salary-age criterion." 
Certain personal characteristics and values were associated with more successful 
managers. 


8-65 

Pohl, Hermann H. 
The coming era of the financial executive. Business horizons, vol. 16, no. 3, 
June 1973, pp. 15-22. 

The increasing complexity of corporate financing will make new demands on the 
financial executive. Developing to meet those demands will require the executive 
to become a generalist rather than a specialist and this should enhance his stature 
within the organization. 


8-66 

Reddin, W. J. 
Improved management effectiveness through self-knowledge. Personnel administrator, 
vol. 18, no. 3, May-June 1973, pp. 45-47. 

By understanding one's own style, a manager can understand the style of others, 
perceive the basic style demands of a situation and predict the results of his own 
behavior. A method used to develop style awareness by the author's firm in a 
Managerial Effectiveness Seminar is described. 


8-67 Ie608 .R25h 
Reeves, Elton T. 
How to get along with almost everybody. New York, AMACOM, 1973. 200 pp. 

The manager is responsible for interpersonal relations at a variety of levels: 
among his subordinates, between his subordinates and himself, between his superiors 
and himself and between himself and other special groups such as customers, vendors 
and the community. Problems associated with each of these levels are discussed 
and an approach leading to possible solutions is developed. 

For an article based on a chapter in the book, see "Dealing with supervisors on 
your level,"' by Elton T. Reeves in Supervisory Management, vol. 18, no. 6, June 
1973, pp. 20-26. 


8-68 1433. V23i 
Valentine, Raymond F. 
Initiative and managerial power. New York, AMACOM, 1973. 147 pp. 
Valentine reviews traditional and modern views of the delegation of authority, 
but focuses on the emerging concept of acquiring authority through the manager's own 
initiative. He concludes with a discussion of how the effective distribution and use 
of authority can lead to the attainment of performance objectives. 


8-69 





Wahba, Mahmoud A. and Harris J. Shapiro. 
Managerial assessment of organizational components. Academy of Management journal, 
vol. 16, no. 2, June 1973, pp. 277-284. 

This, study of three levels of managers revealed little variation across 
management levels in regard to what criteria are thought to be important in the 
assessment of an organization's effectiveness. There were differences in how the 
manager groups ranked the criteria. 
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EXECUTIVES-- EVALUATION 





8-70 
pack, Ken and Michael Horner. ¥. 
Successful schemes for management appraisal. Personnel management (Gt. Brit.), 
yol. 5, no. 7, July 1973, pp. 30-33. 
Discusses six factors associated with the success of management appraisal 
systems and explains how to incorporate these factors into the system. 


EXECUT1VES--HEALTH AND MEDICAL CARE 

8-71 

Health horoscopes for executives. Dun's, vol. 101, no. 6, June 1973, pp. 109-110. 
Predictive medicine programs in several organizations have been successful in 
making executives take steps to reduce their health risks. 





8-72 
Hill, Roy. 
When a manager reaches middle age. Management review, vol. 62, no. 6, June 1973, 
pp. 57-60, 
Identifies causes of stress in the middle-aged manager and suggests several 
actions which companies can take to help mitigate them. 
Condensed from International Management, February 1973. 


8-73 
Murray, Thomas J. 
The fight to save alcoholic executives. Dun's, vol. 101, no. 6, June 1973, pp. 72-74. 
Rather than firing alcoholic executives, several companies are now operating 
rehabilitation programs. Approaches to the problem differ, “but basically, each 
approach is geared to four phases: discovery, confrontation, confession and 
constructive therapy." 





EXECUTIVES - - PAY 

8-74 

Jacobson, Raymond. 
Executive compensation in the Federal governmert. Conference Board record, vol. 10, 
no. 6, June 1973, pp. 21-24. 

The Director of the U.S. Civil Service Commission's Bureau of Policies and 
Standards explains how salaries are established for political executives and top 
career executives in the Federal government. He points out that "the close 
juxtaposition of our political and top career executives' salaries with those of 
Congressmen and Senators introduces elements of political judgment and public opinion 


into executive compensation decisions which probably have no counterpart in the private 
sector," 





8-75 
Perham, John C, 
Deferred compensation: more promise than payoff. Dun's, vl. 101, no. 6, June 1973, 
pp. 49-53, 
Rising tax rates, inflation and prospective retirement income are some of the 


factors bringing about re-examination of the desirability of deferred compensation 
for executives. 


8-76 


Rothschild, Vv. Henry, IL, and Jack B. Salwen. 
Stock option plans in transition. Conference Board record, vol. 10, no. 6, June 1973, 
pp. 17-20, 

Explains how executive stock option plans have been modified as a result of changes 

in tax laws and economic stabilization program regulations. 


EXECUTIVES- - PAY (Cont'd) 





8-77 
Salaries of municipal officials for 1973. Urban data service, vol. 5, no. 5, May 
1973. 25 pp- 

Salary data collected from approximately 2,500 cities are presented according to 
position, size of city, geographic location, type of city and form of government. 
"The overall average increases in salaries for municipal officials for 1973 are the 
lowest recorded in the last six years."" The survey was conducted in January 1973 
by the International City Management Association. 


EXECUTIVES - -RECRULTMENT 





8-78 


Demand runs high for black executives. Business week, no. 2287, July 7, 1973, p. 30, 


8-79 

Hiring top executives on a handshake. Business week, no. 2287, July 7, 1973, pp. 42, 46, 
Explains why companies are moving away from the use of employment contracts for top 
executives. 


8-80 
Manning tomorrow's cities; in search of professionals. Nation's cities, vol. ll, 
no. 6, June 1973, pp. 25-40, 
Report of a conference sponsored by the National League of Cities and the 
U.S. Conference of Mayors to discuss meeting professional staff needs of state 
and local jurisdictions. Panels explored reshaping the personnel function and 
linking management and goals through personnel planning. 


8-81 
A new degree of demand for M.B.A.'s. Nation's business, vol. 61, no. 6, June 1973, 
pe 34. 
According to a special survey by the Am rican Assembly of Collegiate Schools 
of Business, recruitment of 1973 M.B.A. graduates increased significantly while 
starting salary offers increased moderately. 


EXECUTIVES - -RESPONSIBILITIES 
8-82 
Mayors and municipal administrators. Public management, vol. 55, no. 6, June 1973, 
entire issue. 
A series of articles devoted to mayor-administrator relationships. 





8-83 
Wise, Jeremy A, 
The roles of the city manager. National civic review, vol. 62, no. 6, June 1973, 
pp. 306-310, 319. 
Points out the various constituent groups that the city manager must work with 
and states that he is no longer tied down to the administrative aspects of the 
job to the exclusion of societal and organizational goals. 


EXECUTIVES--SELECT ION 
8-84 S/C 
Byham, William C. 
Assessment centers: the place for picking management potential. European business, 
Autumn 1972, pp. 27-36. 

Explains why assessment centers can predict management potential more accurately 
than supervisors, describes the type of exercises included in a program, indicates 
some of the operational differences in company programs and points out possible 
problems and benefits which may accompany the use of assessment centers. Includes 
an outline of the major steps in establishing a center. 
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PXECUTIVES--SELECTION (Cont'd) 


8-85 
Miner, John B. 
‘The management consulting firm as a source of high-level managerial talent. 

Academy of Management journal, vol. 16, no. 2, June 1973, pp. 253-264. 

A group of management consultants and a group of lower-level company managers 
were compared on scveral measures of motives, personality characteristics, and 
intelligence which are known to have a relationship to managerial effectiveness. 
The comparison was made in an effort to determine if one group should be preferred 
over the other as a source of high-level managerial talent. The evidence obtained 
from this study showed no reason to prefer either group over the other. 


8-86 
Pomerleau, Raymond. 
Identification systems: the key to effective manpower planning. Personnel journal, 
vol. 52, no. 6, June 1973, pp. 434-441, 474. 
Pomerleau emphasizes the need for formal systems which identify individuals with 
management potential in the Federal government. He focuses on the assessment center 
process and points out some of its advantages and limitations. 


EXECUTLVES - - TRAINING 
8-87 Ref. 1e424 .Am29m 1973 (Jul.-Dec.) 
American Management Association. 
Management development guide. New York, 1973. 264 pp. 
Describes the conferences, workshops, courses and other meetings sponsored by 
the American Management Associations. Programs related to personnel administration 
are listed on pages 175-194. 





8-88 S/C 
Black, Stephen. 
Thoughts on management education. Industrial relations journal (Gt. Brit.), vol. 2, 


no. 4, Winter 1971, pp. 34-62. 

Black examines the growth of management education and evidence of its effectiveness 
for undergraduate and graduate students and practicing managers in the U.S. and 
Great Britain. He then discusses the following issues: selecting students for 
management education, the nature of the course content, the question of whether 
education really increases productivity and the question of whether business is a 
suitable subject for a university. 


8-89 

Hand, Herbert H., Max D. Richards, and John W. Slocum, Jr. 
Organizational climate and the effectiveness of a human relations training program. 
Academy of Management journal, vol. 16, no. 2, June 1973, pp. 185-195. 

The attitudes and behavior of a group of middle managers were evaluated at 
90-day and 18-month intervals after the managers had participated in a human 
relations training program. Although the 90-day evaluation showed little change 
in attitudes and behavior, the 18-month evaluation revealed significant positive 
changes in the experimental group and negative chames in the control group. 


8-90 
Hodgetts, Richard and J. Barton-Dobenin. 


Management training programs: who uses them and why? Management horizons, vol. 3, 
no. 10, Spring 1973, pp. 1-6. 
This study found that the two major factors associated with Kansas business firms" 


S/I 


participation in management education programs were size of the firm and the educational 


level of the organization's top and middle management. 


EXECUTIVES--TRAINING (Cont'd) 





8-91 
Howell, James E. 
Contemporary business education: a perspective. Wharton quarterly, vol. 7, no. 2, 


1973, pp. 4-7. 

General patterns in the evolution of American business school programs are 
discussed and the forces influencing changes are pointed out. Several factors which 
may influence future changes are identified. 

8-92 

Pheysey, Diana. 
Individual skills and organizational requirements. Personnel review (Gt. Brit.), 
vol. 2, no. 1, Winter 1973, pp. 14-18, 20-24. 

Management training programs have tended to emphasize either intellectual 
skills or interpersonal skills, but the author explains that "these criteria are 
not the only ones, however, and may even be dysfunctional at times. There are 
occasions when ... imaginative thinking or diplomatic behaviour are needed. The 
volume of information, its complexity, and the degree to which it is restricted, 
may provide some indication as to which criteria should be applied." 

Six possible stages of mastering information are discussed along with their 
associated intellectual and social skills. 


8-93 
Wharton copes with its identity crises. Business week, no. 2285, June 23, 1973, 
pp. 49, 51-52. 
Discusses changes which have been made in the undergraduate and graduate 
business programs of the University of Pennsylvania's Wharton School and in the 
management of the schoolunder new dean Donald C. Carroll. 


FRINGE BENEFITS 


8-94 Ie52 .Cl2a 1973-74 
California. Coordinating Council for Higher Education. 
Annual report {on/ faculty salaries and fringe benefits at the University of 
California and the California State University and Colleges. n.p., 1973. i ¥. 
(Council report 73-3) 

"This, the final report on faculty salaries and fringe benefits for 1973-74, is 
based on data which require only a one-year projection of salaries and fringe benefits 
at the comparison institutions and provide more precise information as to the faculty 
compensation required for California to remain competitive in recruiting and main- 
taining faculty." 





8-95 Ie536 .C16b 1972 
Canada. Public Service Staff Relations Board. 
Benefits and working conditions in the public service of Canada. Prepared by 
Pay Research Bureau. Ottawa, 1972. 69, 75 pp. 


8-96 Ie59 Box 
Colorado. State Department of Personnel. eee 
Salary and employee benefit studies, 1972. Prepared by Salary Division. 
Nepe, 1973. 79 pp. 


8-97 
/Employee benefits in the computer age/ Pension and welfare news, vol. 9, no. 6, 
June 1973, pp. 14-20, 22, 24+. 
. Presents three articles dealing with the application of computers to the adminis- 
tration of health, welfare and pension fund operations. 
Contents: Solving fund administration problems, by Jack Streckfuss; The role of 
software, by William Voss; One fund's experience, by William J. Taylor. 
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INGE BENEFITS (Cont'd) 
Se 


8-98 
General design ideas and presentation format described for the employee benefits 
statement. Employee benefit plan review, 27th year, no. 11, May 1973, pp. 22-23. 
Presents general guidelines for communicating employee benefits. 


8-99 Ie537 Box 
Kansas City (Missouri). Department of Personnel. 
Comparison of personnel practices; Kansas City police officers, Kansas City 
general employees, Kansas City fire fighter employees, Kansas City police department 
civilian employees. 1972. 19 pp. 
Covers fringe benefits, qualifications for employment, pay and training 
practices and hours of work. 


8-100 Ie53 .P63K13s 1972 
Kansas City (Missouri). Police Department. 
Survey of municipal police departments, 1972. Cities of 300,000 to 1,000,000 
population, 1970 census. Kansas City, 1972. lv. 
A survey of salaries and benefits (hours worked, health care, vacations, 
holidays, pensions, and disability insurance) in 40 municipal police departments 
across the U.S. 


8-101 

league of Kansas Municipalities. [e537 Box 
Salaries and selected fringe benefits of Kansas cities, 1973. Topeka, Kansas, 
1973. 82 pp. 


8-102 1e537 Box 
Los Angeles (City). Personnel Department. 
Summary of major fringe benefits and working conditions for Los Angeles City 
employees in council-controlled departments, 1971. 3 pp. 


8-103 1e537 Box 

Los Angeles (City). Personnel Department. 
Summary of major fringe benefits for Los Angeles firemen and policemen, 1971. 
2 pp. 

8-104 


Moonman, Jane. 
Fringe benefits. Personnel review (Gt. Brit.), vol. 2, no. 2, Spring 1973, pp. 88-90. 
Conclusions from a study of fringe benefits in 46 British companies are summarized 
under the following headings: paid leave, sick pay, pensions and life assurance, 
insurance against accidents, redundancy payments, housing assistance and removal 
expenses, company cars, profit sharing and share option schemes, education schemes 
and other payments. 
Complete results of the study are reported in the author's book, The Effectiveness 
of Fringe Benefits in Industry. 








8-105 

New York (State), Public Employment Relations Board. 
Report on fringe benefits and related practices affecting general employees of 
counties. Albany, 1972. 39 pp. 

8-106 

New York (State), Public Employment Relations Board. 1e537 Box 


Tables summarizing fringe benefits and related practices affecting paid firemen, 
1972, Albany, N.Y., 1972. 38 pp. 


1e537 Box 


FRINGE BENEFITS (Cont'd) 





8-107 1le537 Box 
New York (State). Public Employment Relations Board. 
Tables summarizing fringe benefits and related practices affecting policemen, 


Albany, 1972. 41 pp. 


8-108 Te537 Box 
New York (State), Public Employment Relations Board. 
Tables summarizing salaries, fringe benefits and related practices affecting 


professional employees of New York state community colleges, 1972-73, Albany, N.Y, 

1973. 38 pp. 
8-109 S/I 
Profit sharing: 25 years from now; three consultants forecast the future. Profit 


sharing, vol. 20, no. 10, October 1972, pp. 11-15. 

Predictions are made regarding future trends in legislation affecting profit 
sharing funds, trends in employee benefits and trends in employee communications, 
particularly the communication of employee benefits. 


8-110 Ie53 .F3V82s 1973 
Virginia Municipal League. 
Salaries and working conditions of firemen in Virginia fire departments. 
Richmond, Va., 1973. 13 pp. (Report No. 537) 
Working conditions surveyed include number of days per week and hours per day of 
work schedule and provision for paid vacation, sick leave and uniforms and 
equipment, ; 


GRIEVANCES 

8-111 

Wandschneider, J. F. ’ 
Nip the grievance in the gripe. Supervisory management, vol. 18, no. 6, June 1973, 
pp. 33-37. 

Providing employees with a clear, open channel for the expression of complaints 

has significant benefits which the author enumerates. He also offers some 
guidelines for dealing with complaints before they get out of hand. 


GROUP RELATIONS 





8-112 

Schmidt, Frank L. and Raymond H. Johnson. 
Effect of race on peer ratings in an industrial situation. Journal of applied 
psychology, vol. 57, no. 3, June 1973, pp. 237-241. 

"The effect of race on peer ratings was examined in an industrial sample which 
was approximately 50% black and which had recently been exposed to training in 
human relations. Contrary to results in previous studies, no race effect was found." 
The subjects were 43 black and 50 white trainees in an experimental foreman training 
program in a large midwestern manufacturing organization. Each trainee rated his 
peers on two traits: potential success as a foreman and general drive and assertive- 
ness. 


HANDIC APPED 


8-113 

The gutsiest Americans. Nation's business, vol. 61, no. 6, June 1973, pp. 66-69. 
The examples included with this article show the achievements of physically 
handicapped persons in a variety of occupations. In addition to hiring and 
training the handicapped, employers are also concerned with removing architectural 
barriers which make the lives of the handicapped more difficult. Mentions the 
suggestions of the President's Committee on Employment of the Handicapped for 
architecturally providing for handicapped employees. 
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8-114 1e568 .N71Li 


Noland, Robert L., ed. 


Industrial mental health and employee counseling. New York, Behavioral Publications, 
1973. 432 pp. 

This collection of readings deals with the effects of employee maladjustment; 
the trends in industrial mental health programs; the different approaches used 
in counseling employees; the mental health problems of managers and supervisors; 
and the trend toward cooperation among labor, management and the community in 
handling employee mental health problems. 


HEALTH MANPOWER 
8-115 
Goldsmith, Seth B. 
Can the military serve civilian needs? Hospitals, vol. 47, no. 12, June 16, 1973, 
pp. 68-71. 
Argues that evidence that military corpsmen are a good source of manpower for 
civilian health needs is inconclusive. Maintains that further research is needed. 


8-116 1e425 .H34C92f 
Grupenhoff, John T. and Stephen P. Strickland., eds. 
Federal laws; health/environment manpower, Washington, Science & Health 
Communications Group, 1972. 392 pp. (Sourcebook series, vol. 1) 
Reviews the Federal health and environmental manpower development programs 
established since 1970. Texts of the acts and excerpts from Congressional 
debates and committee reports are included in the source document section. 


8-117 Tech. Rpts. 
Parks, Robert B,. 
Job analysis techniques for restructuring health manpower education and training 
in the Navy medical department. Springfield, Va., National Technical Information 
Service, 1972. 47 pp. (AD- 745-261) 

Summarizes the first year's activities of a five-year research project oriented 
toward "(1) determining what it is that health care personnel actually do in their 
occupations, (2) improving the personnel production process (education and training), 
and (3) building a viable career pathway system for all health care personnel." 


HOURS OF WORK 


8-118 
Whatley, Arthur A, 
Will the four-day, forty-hour workweek work? Personnel administrator, vol. 18, 


no. 3, May-June 1973, pp. 27-29. 

Following a historical review of hours of work, the author presents pros and cons 
concerning the introduction of a four-day workweek. He explains the three-stage 
model developed by Don Hellnegel to be used in evaluating the impact of a four-day 
plan. 


HUMAN RELATIONS 
8-119 1e608 .C36y 1972 
Chapman, Elwood N. 
Your attitude is showing; a primer on human relations. 2d ed. Chicago, Science 
Research Associates, 1972. 215 pp. 

Three new features in this edition are: a special chapter on racial and sexual 
overtures of occupational relationships, an added chapter pinpointing causes and 
career implications of employee absenteeism, and new material to help the worker 

improve relationships with the difficult supervisor. Contains case problems. 











HUMAN RELATIONS (Cont'd) 





8-120 
Ilich, John. 


The art and skill of successful negotiation, Englewood Cliffs, N.J., Prentice- 
Hall, 1973. 205 pp. 


1Te608 .1Lf5a 


Sets forth principles, strategies and techniques in the art and skill of negotia. 


tion for practical application in personal contact. 


INCENTIVE AWARDS 





8-121 
Ferguson, Henry N. 
"The day I told the boss he was doing it all wrong...and got a check instead of 
a pink slip." Manage, vol. 25, no. 3, May-June 1973, pp. 3-5. 
Examples of suggestions made by employees of the Federal government and 


private corporations show how a suggestion plan can benefit both the employer 
and the employee. 


LNDUSTRIAL RELATIONS 


8-122 1d213 .N42i 1971 
New York (State). School of Industrial and Labor Relations, Cornell University, 
Industrial and labor relations terms; a glossary for students and teachers, by 


Robert E, Doherty and Gerard A, DeMarchi. 2d ed. Ithaca, 1971. 37 pp. 
(Bulletin 44) 


INSURANCE, HEALTH 





8-123 
California. Public Employees! Retirement System. 


Information relating to health benefits plans under the State Employees' Medical 
and Hospital Care Act. Prepared by Health Benefits Division. 
23 pp. (HBD-DO-29 Rev.) 


At head of title: For employees and annuitants. 


Ie569 .C12i 1972 


Sacramento, 1972. 


8-124 


Ie571 .Un94g 1972 
U.S. Veterans Administration. 


Government life insurance programs for veterans and servicemen; annual report, 1972. 


Washington, 1972. 23 pp. 


INTERGOVERNMENTAL RELATIONS--PERSONNEL ASPECTS 
8-125 
Arcuri, Shirley C. 
IPA: education talent sharing. 
pp. 33-34, 
Points out the implications of the Intergovernmental Personnel Act for sharing 
talent in the area of education. Cites samples of intergovernmental assignments. 





American education, vol. 9, no. 5, June 1973, 
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INTERGOVERNMENTAL RELATIONS--PERSONNEL ASPECTS (Cont'd) 


8-126 S/I 

Dolan, Kay F., ed. 
Personnel exchange under the Intergovernmental Personnel Act. Midwest review of 
public administration, vol. 6, no. 2, August 1972, pp. 111-124 

"The five articles presented here illustrate some of the advantages to be gained 

from personnel exchange and the variety of uses for mobility. Earl Chambers /"Mo- 
bility under IPA"/ looks at the general need for personnel exchange and how he sees 
IPA meeting the challenge; John Garvey /"The mobile administrator"'/ considers the 
benefits of mobility for public administrators; Frederick Arend and David Palmer 
/"Perceptions on HUD's program of intergovernmental personnel assignments in the 
Midwest"/ review the accomplishments and expectations of a Federal agency highly 
interested in Title 1V; Pauline Paul /"Participation in the intergovernmental personnel 
exchange program"/ and John Wood /"Review of IPA assignment''/ comment on their ex- 
periences as mobility assignees." 

8-127 

Mann, Gary lI. 
IPA---a program that works. County news, vol. 5, no. 26, July 6, 1973, pp. 3, 15. 

Explains how seven counties across the country have used funds provided under 

the Intergovernmental Personnel Act and how administrators feel the programs are 
affecting their counties. 


INTERNSHIP 


8-128 
Hedlund, Ronald D. 
Internship evaluation: a review and a proposal. Public service internship news 
(National Center for Public Service Internship Programs), May-June 1973, pp. 5-8. 
Based on a review of several recent evaluative studies of internship programs, 
Hedlund sets forth a set of general guidelines for evaluating internships. 


INTERVIEWLNG 


8-129 

Baskett, Glen D,. 
Interview decisions as determined by competency and attitude similarity. Journal of 
applied psychology, vol. 57, no. 3, June 1973, pp. 343-345. 

Fifty-one college students were asked to assume the role of an interviewer and 
evaluate candidates for a corporate vice presidential position on the basis of 
attitude and competency data. The results showedthat similarity in attitudes between 
the subject and the candidate tended to influence the subject's recommendation of the 
candidate and significantly influenced the salary offer. Competency significantly 
influenced both the recommendation and salary. 

8-130 

Farr, James L. 
Response requirements and primacy-recency effects in a simulated selection inter- 
view. Journal of applied psychology, vol. 57, no. 3, June 1973, pp. 228-232. 

The subjects of this study (members of the Washington Technical Personnel Forum 
who were employed in personnel or industrial relations positions in research and 
development firms in the Washington, D.C. area) were asked to evaluate eight hypo- 
thetical applicants for a secretarial job. The purpose was to examine the effect of 
the number of judgments required of subjects, the order of type of information, and 
the amount of information presented at one time on information favorability order 
effects, "For the purposes of this study, a primacy effect of information favor- 
ability was said to exist if the hypothetical applicants receiving the highest 
evaluations were those which were constructed so that highly favorable information 
was first presented. Similarly, a recency order effect existed if the applicants 


rated highest were those constructed so that highly favorable information was pre- 
sented last," 





INTERVIEWING (Cont'd) 


8-131 

Morgan, Terry. 
Recent insights into the selection interview. Personnel review (Gt. Brit.), vol. 2, 
no. 1, Winter 1973, pp. 4-6, 8-13. 

Research on typical interviewing methods shows that the interview is highly 
questionable as an effective selection device, but Morgan explains that there are 
other reasons why employers continue to favor the use of this tool. The author 
examines the results of several major studies which have indicated areas where the 
interviewing process can be improved. 


8-132 

Wexley, Kenneth N., Raymond E. Sanders, and Gary A. Yukl. 
Training interviewers to eliminate contrast effects in employment interviews. Journal 
of applied psychology, vol. 57, no. 3, June 1973, pp. 233-236. 

Research has shown that an employment interviewer's rating of a job applicant 

can be affected by the suitability of immediately preceding candidates. This article 
reports four experiments in which an attempt was made to reduce these contrast effects 
on interviewer ratings. The only successful experiment was one in which the interview- 
ers participated in an intensive workshop incorporating basic learning principles. 


JOB ANALYSIS 


8-133 

Exton, William. 
If a don't care attitude isn't the problem--what is? Administrative management, 
vol. 34, no. 6, June 1973, pp. 67-69. 

Error Factor Analysis and Reduction (EFAR) is described as a method for identifying 
the causes of clerical or information system error and possible solutions. The EFAR 
procedure can include an analysis of performance factors, subjective factors, organi- 
zational factors, environmental factors, human engineering factors, industrial engi- 
neering considerations and technical factors. 


JOB DESIGN 

8-134 

Birchall, Dave and Ray Wild. 
Job restructuring amongst blue-collar workers. Personnel review (Gt. Brit.), 
vol. 2, no. 2, Spring 1973, pp. 40-42, 44-56. 

Current methods of job design are described and characteristics of published 
job design experiments are presented in tabular form to provide a reference source 
for researchers or practitioners involved in this field of work. 

8-135 
Cooper, Robert. 
es jobs motivate, Personnel review (Gt. Brit.), vol. 2, no. 2, Spring 1973, pp. 4-6, 
-12. 

Motivation from the job is derived from both the job content and the job 
relationships; however current job design efforts (usually either job enlargement 
or job enrichment) embody only changes in content. Cooper suggests that job 
design must now focus on relationship factors. 

This article is based on a new book, Job Motivation and Job Design, to be 
published by the Institute of Personnel Management. 

8-136 
Mills, S. 
Job design. Personnel review (Gt. Brit.), vol. 2, no. 2, Spring 1973, pp. 68-73. 

Defines’ job design and discusses three schools of thought which have developed 


regarding the approach to job design: task and job rationalization, job content 
and role content. 
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JOB ENLARGEMENT 





8-137 
Penzer, W. N. 
Job development works big in small companies. Personnel administrator, vol. 18, 


no. 3, May-June 1973, pp. 34-37. 

Explores the factors affecting the implementation of job development which are 
unique to the small company. The author suggests that job restructuring can be 
more easily implemented in the smaller company and has a higher probability of 
success in providing more meaningful jobs. 


JOB EVALUATION 


8-138 
Ward, Derek. 
Job evaluation in local government. Personnel management (Gt. Brit.), vol. 5, no. 7, 


July 1973, pp. 34-35, 39. 

Describes the general principles, benefits and procedures of job evaluation 
identified during a research project to develop job evaluation guidelines for 
local governments in Great Britain. 


JOB SATISFACTLON 





8-139 
Donoian, Harry A. 
Survey shows AlWers have strong opinions on jobs. Allied industrial worker 


(Allied Industrial Workers of America (AFL-CIO)), vol. 16, no. 9, June 1973, pp. 6-7. 

The results of this survey of AIW members reveals that they are either greatly 
satisfied with their jobs or very dissatisfied. ''The replies showed little middle 
ground." 


8-140 
Gomberg, William. 
Job satisfaction: sorting out the nonsense, American federationist, vol. 80, 
no. 6, June 1973, pp. 14-19. 
Demonstrates where the behavioral scientist has gone wrong in his preoccupation 





with the worker. Cites cases written up in Work in America (U.S. Department of 
Health, Education and Welfare) and analyzed by Mitchell Fein, an industrial 
engineer. 

8-141 


Kaplan, H. Roy. 
How do workers view their work in America? Monthly labor review, vol. 96, no. 6, 
June 1973, pp. 46-48. 
Kaplan comments on the findings reported in Work in America and the research 
methodology used to determine the level of job satisfaction. 





8-142 
Kleber, C. F. 
Job satisfaction; who needs it? Vital speeches of the day, vol. 39, no. 18, 
July 1, 1973, pp. 558-562. 
Mr. Kleber, Senior Vice President and General Manager at Grey Advertising 
lists and discusses ten key variables related to job satisfaction: involvement, 
financial rewards, recognition, personal growth, excitement, pride, participation 
in change, relationships with associates, variety and public service opportunities. 
8-143 
O'Reilly, Charles A., III and Karlene H. Roberts. 
Job satisfaction among whites and nonwhites: a cross-cultural approach. Journal of 
applied psychology, vol. 57, no. 3, June 1973, pp. 295-299, 
Data from this study show that white female employees of two West Coast hospitals 
are significantly more satisfied with their jobs than nonwhite female employees. The 
results are only suggestive of some possible cultural influences on job satisfaction. 





JOB SATISFACTION (Cont'd) 





8-144 
Sage, Wayne. 
The discontented worker. Human behavior, vol. 2, no. 6, June 1973, pp. 64-65. 
Sage suggests that "not everyone in the academic community ... is convinced" 
that job dissatisfaction is as extensive as the Department of Health, Education 
and Welfare study, Work in America, indicates. 
8-145 
Waters, L. K. and Darrell Roach. 
Job attitudes as predictors of termination and absenteeism: consistency over time 
and across organizational units. Journal of applied psychology, vol. 57, no. 3, 
June 1973, pp. 341-342. 
Two replications of a 1971 study show that three variables (two dealing with the 
work itself and an overall satisfaction measure) are consistent predictors of absenteeism 
and termination over time and across units of the same organization. 





LABOR FORCE 


8-146 1d224 .Ed8a 
Editorial Research Reports (periodical). 
The American work ethic. Washington, Congressional Quarterly, 1973. 180 pp. 
Reprints nine articles which were originally published as separate Editorial 
Research Reports. 
Selected contents: Productivity and the new work ethic, by Ralph C. Deans; 
Blue-collar America, by Helen B. Shaffer; Education for jobs, by Mary Costello; 
Jobs for the future, by William Gerber. 


LABOR - MANAGEMENT RELATIONS (PUBLIC SERVICE) 





8-147 

Baird, James. 
A ‘bill of rights' for municipal management. American city, vol. 88, no. 7, 
July 1973, pp. 47, 49. 

The problem of management rights in municipal government is not that administra- 
tors have insufficient rights to manage effectively; but rather, their lack of 
knowledge concerning the use of these rights. Municipal management rights are 
examined within four basic contexts: "Where there is no union, Where a union 
demands recognition and bargaining rights. Where a union has been recognized and 


bargaining is about to begin. Where a well-established bargaining relationship 
exists." 


8-148 S/C 
Craft, James A. 
Fire fighter strategy in wage negotiations. Quarterly review of economics & 
business, vol. 11, no. 3, Autumn 1971, pp. 65-75. 

Indicates that the accommodative and conciliatory strategy in dealing with 
municipal employers is currently being replaced by a combination of a cooperative 
strategy, which emphasizes educational and persuasive tactics, and a coercive 
strategy, which emphasizes pressure tactics. 

Conclusions are based on interviews with state and local officers of fire 
fighter organizations in Indiana and on a review of the literature. 


8-149 

Hanley, R. W. and others, 
Symposium on the scope of bargaining problem. California public employee relations, 
no. 16, March 1973, pp. 2-16, ‘ 

Eight letters responding to an article by Dan Vial in the November issue of CPER, 

"The scope of bargaining controversy: substantive issues vs. procedural .hangups" 
(Personnel Literature, vol. 32, no. 3, March 1973, item 3-132.) Concludes with 
response by Vial to the points raised. 
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LABOR-MANAGEMENT RELATIONS (PUBLIC SERVICE) (Cont'd) 
8-150 Ie621 .H36q 1973 








Heisel, W. D. 
New questions and answers on public employee negotiation. 2d ed. Chicago, 
International Personnel Management Association, 1973. 196pp. 

"... A ready reference work, particularly for the manager or supervisor who is 

inexperienced in public employee labor relations." Chapters on establishing 
the labor-management relationship, subject matter of negotiations, procedures 
for negotiation, impasse procedures, writing the agreement, day-to-day union- 
management relationships, legal aspects of labor-management relations, and the 
future. 


8-151 

Krinsky, Edward B. 
Municipal grievance arbitration in Wisconsin. Arbitration journal, vol. 28, no. l, 
March 1973, pp. 50-67. 

"The study analyzes all municipal arbitration cases submitted to the Wisconsin 
Employment Relations Commission (WERC) from fiscal year 1963-64, in which the first 
request for arbitration was made, through fiscal year 1969-70, a total of 84 
requests."' Discusses the issues involved and the disposition of the arbitration 
requests. 

8-152 

Obermeyer, Pete. 
Fact finding in the dispute between: Int'l Union of Operating Engineers, Local 49 
and Hennepin County Board of Commissioners. Journal of collective negotiations 
in the public sector, vol. 2, no. 2, Spring 1973, pp. 189-200. 

Presents a case study of the use of fact finding with recommendations for 

the settlement of a bargaining dispute in which the issue was the identification 
of appropriate criteria for the establishment of wage rates for county highway 
department maintenance personnel. 


8-153 

Overton, Craig E. and Max S. Wortman, Jr. 
Proposals and counterproposals in public sector collective bargaining. Journal 
of collective negotiations in the public sector, vol. 2, no. 2, Spring 1973, 
pp. 125-134. 

The authors discuss the need for adequate preparation of bargaining proposals 
and counterproposals, the types of bargainable issues, general standards for the 
content of the contract and the major types of contract clauses. 

8-154 
Public employees' "rights" -- or wrongs. Nation's business, vol. 61, no. 6, June 
1973, pp. 23-26. 

Opinions vary on the issues of whether public employees should have the right 
to strike and whether labor relations at the state and local levels ghould be 
standardized by Federal law. 


8-155 
Randles, Harry E. 
Toward an understanding of negotiations in the public sector: part lI. Journal 
of collective negotiations in the public sector, vol. 2, no. 2, Spring 1973, 
pp. 201-230. 
Randles analyzes major trends in the development of collective bargaining 
in the public sector. 


8-156 
Seidman, Joel. 

Bargaining structure: some problems of complexity and dislocation. Labor law 
journal, vol. 24, no. 6, June 1973, pp. 340-350. 

Discusses the status aspects of collective bargaining, the competition of one 
union for benefits gained by another, and the impact of widely diverse union 
bargaining structures. Begins with examples from the private sector and follows 
with ones from state and local government. 





LABOR-MANAGEMENT RELATIONS (PUBLIC SERVICE) (Cont'd) 





8-157 
Sinicropi, Anthony V. and Thomas P. Gilroy. 
The legal framework of public sector dispute resolution. Arbitration journal, 


vol. 28, no. 1, March 1973, pp. 1-13. 

Reviews the legal provisions for bargaining impasse resolution procedures in 
the Federal government, but concentrates on the procedures commonly used in state 
and local governments, Discusses mediation, factfinding and arbitration and 
gives special attention to compulsory arbitration because of recent legal challenges 
of state statutes which provide for this procedure. 


8-158 HT151 .Un3lc 1972 
U.S. Conference of Mayors. 
City problems of 1972. Proceedings of the fortieth annual conference, Fairmont 
Roosevelt Hotel, New Orleans, June 17-21, 1972, ed. by Jane F. Roberts. Washington, 
1972. 217 pp. 
Reports to the Manpower Workshop (pp. 79-92) focus on the problems of developing 
manpower programs. The Labor-Management Relations Workshop (pp. 139-156) examined 
various aspects of collective bargaining at the municipal level. 


8-159 Ie531.5 .Un54d 
U.S. Department of Health, Education, and Welfare. 
Day-to-day union-management relations under E.0, 11491, by F.J. Loevi, Jr., Office 
of Personnel and Training, Labor Relations Staff. Washington, 1972. 43 pp. 
(Personnel pamphlet series no, 1) 
A general guide for supervisors. Includes an explanation of grievance 
procedures. 


LABOR TURNOVER 





8-160 1e698 .P43t 
Peskin, Dean B. 


The doomsday job; the behavioral anatomy of turnover. New York, AMACOM, 1973. 162 pp. 


Pinpoints the common cause of the "doomsday job" as "dehumanizing elements in the 
organization's culture that ignore or contravene the worker's values and needs." The 
volume contains chapters on renewing the doomsday organization, measuring turnover 
costs, finding the causes of turnover, exit interviews, improving the employment and 
promotion processes, and a turnover action program. 


LEADERSHIP 

8-161 

Graham, William K. 
Leader behavior, esteem for the least preferred co-worker, and group performance. 
Journal of social psychology, vol. 90, first half, June 1973, pp. 59-66. 

"This study investigated relations between Fiedler's esteem for the least 

preferred co-worker (LPC) measure, leader behavior, and group performance among 
53 first-line supervisors of life insurance agents. The overall findings 
indicated that the relative amount of consideration given to subordinates increased 
with increased group performance. However, this general trend was particularly 
marked with respect to low LPC supervisors. It was concluded that LPC measures 
a triggered behavioral disposition reflecting the degree to which leaders are 
responsive to task-related feedback," 


8-162 S/I 

Paul, Robert J. 
Some personal and situational correlates of the leadership phenomenon: a comparative 
analysis. Marquette business review, vol. 16, no. 2, Summer 1972, pp. 76-80. 

Paul explains that "some recent investigations of factors affecting interpersonal 

attraction have added a new dimension to the 'Situation Theory' of leadership." 
He summarizes some of the major findings from psychological research on interpersonal 
attraction and shows how the findings have been applied in industry. 
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LEADERSHIP (Cont'd) 


8-163 
Rice, Robert W. and Martin M. Chemers. 
Predicting the emergence of leaders using Fiedler's contingency model of leadership 
effectiveness. Journal of applied psychology, vol. 57, no. 3, June 1973, pp. 281-287. 
"The attempt to predict leadership style of emergent leaders was unsuccessful. 
The predictions of leadership effectiveness were accurate and provided support for 
the model." 


LEAVE 


8-164 Ie507 .W27u 
Washington (State). Department of Personnel, 
Unused sick leave study; disposition, policies, practices, problems, recommendations. 
Prepared by Research Section. Olympia, 1971. lv. 
Policies of state governments, Washington cities and counties and some private 
employers are reported regarding granting sick leave, accumulation of sick days 
and payment for unused sick leave. A proposal is made for payment for part of the 
sick leave accrued by Washington state employees. 


8-165 S/I 
Weaver, Charles N. and Robert J. Bohlke. 
On the use of Markov chain technique to predict employee sick leave behavior. 
Marquette business review, vol. 16, no. 2, Summer 1972, pp. 99-109. 

This article reports on a study in which a Markov chain was: used to predict 
sick leave taken by female clerical employees of the city of San Antonio, Texas. 
The authors explain how indications of future employee sick leave can be used 
by personnel managers. 


MANAGEMENT 

8-166 

Luthans, Fred. 
The contingency theory of management. Business horizons, vol. 16, no. 3, June 1973, 
pp. 67-72. 

Luthans traces the development of divergent theories of management from the process 
approach through the quantitative, behavioral and systems approaches and suggests that 
the way out of this theoretical jungle may be with the contingency approach. He 
describes recent applications of the contingency approach to organization design, 
leadership, behavioral change and operations research. 


8-167 
Reif, William E. and Gerald Bassford. 
What MBO really is. Business horizons, vol. 16, no. 3, June 1973, pp. 23-30. 

"To clear up the confusion that beclouds MBO, the authors first describe the 
concept and its emphasis on results (the achievement of objectives) and on human 
behavior and motivation (fulfillment of needs and participation). The MBO system 
is then examined. The system has four basic components: setting objectives, 
developing action plans, conducting periodic reviews, and appraising annual 
performance.... The authors list seven major benefits that an organization can 
expect," 


8-168 Id22 .Stlm 
Stadt, Ronald W. 

Managing career education programs, by Ronald W. Stadt and others. Englewood 

Cliffs, N.J., Prentice-Hall, 1973. 224 pp. 

Principles and procedures of program management, planning, leadership, 

motivation, communications and information processing are explained, and case 
Studies illustrate how these principles and procedures can be applied to the 
management of career education programs. 


MANPOWER PLANNING 





8-169 Id76 .B51b 1972 

Benefit-cost and policy analysis, 1972; an Aldine annual on forecasting, decision- 
making, and evaluation, ed. by William A, Niskanen and others. Chicago, Aldine, 
1973. 535 pp. 

"Part V reproduces six studies reflecting the increasing number of applications 
of benefit-cost analysis to investments in people...." The section includes 
chapters entitled "Measuring human capital returns," "Economic returns to graduate 
study in science, engineering and business," and "An application of cost benefit 
analysis to management education [in India]." 

8-170 1d228 .B45h 
Berg, Ivar, ed. 
Human resources and economic welfare; essays in honor of Eli Ginzberg. 
New York, Columbia University Press, 1972. 366 pp. 

The essays examine manpower policies and planning and characteristics of 

human resources. 


8-171 1d228 .D28p 
Davidson, Roger H. 
The politics of comprehensive manpower legislation. Baltimore, Johns Hopkins 
University Press, 1972. 118 pp. (Policy studies in employment and welfare, 
no. 15) 


Davidson reviews the Federal manpower programs of the 1960's which were aimed 
at specific problems and administered by a variety of agencies. This piece-meal 
development of manpower programs has resulted in duplication which is costly and 
ineffective. Recent efforts to develop comprehensive manpower programs are 
examined and a proposal is outlined by the author for a program which places most 
of the responsibility on state and local governments. 


8-172 1d228 .G43n 
Ginzberg, Eli, ed. 


New York is very much alive; a manpower view. New York, McGraw-Hill, 1973. 318 pp. 


A study of the structure and problems of the New York metropolitan labor 
market. The section on planning emphasizes the integration of institutions which 


play important roles in the labor market and the book concludes with recommendations 


for more effective development and utilization of the city's manpower resources. 


8-173 ; S/C 
Milkovich, George T., Anthony J. Annoni and Thomas A, Mahoney. 
The use of the Delphi procedures in manpower forecasting. Management science, 
vol. 19, no. 4, part I, December 1972, pp. 381-388. 
This article reports 4 case study of the application and evaluation of the 
Delphi technique in forecasting the professional manpower requirements of a large 


national retailing organization. Results derived by the Delphi method are compared 


with forecasts generated by three regression equations and the actual behavior of 
the firm during the period under consideration. 


8-174 
Niehaus, R. J., D. Sholtz and G. L. Thompson, 
Guessing your way to your recruiting goals. Journal of Navy civilian manpower 
management, vol. 7, no. 2, Summer 1973, pp. 22-28. 
Describes a model for estimating recruiting requirements, explains how it 


operates and points out how it can be applied to several levels of manpower decision- 


making. 
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MEDICAL CARE 
8-175 
Wolkonsky, P., H. W. Spies, and P. D. Halley. 
An environmental health program, Industrial medicine and surgery, vol. 42, no. 6, 
June 1973, pp. 5-10. 

Describes the health services provided by Standard Oil Company (Indiana) for its 
approximately 50,000 worldwide employees. Explains how the medical and environmental 
health services unit is organized and how Occupational Safety and Health Act 
regulations were incorporated into the company's medical program. 


MIDDLE MANAGEMENT 


8-176 

Field, Charles K. 
Middle managers -- the overlooked minority group. Personnel administrator, 
vol. 18, no. 3, May-June 1973, pp. 13-14. 

The author warns top management of the growing feeling among middle management 
that unionization may be necessary to secure their positions. The attitude that 
middle management is expendable, recent heavy layoffs and a lack of voice in 
policy making have contributed to this situation. 





MOBLLITY, OCCUPATIONAL 
8-177 
[Second careers./ Industrial gerontology, no. 17, Spring 1973, pp. 1-71. 

The feature articles of this issue are devoted to the trend toward second careers. 
"The initial essay ... highlights and examines some of the issues, trends and prob- 
lems of career change reflected in recent literature. Definitive articles follow which 
analyze personality factors and life circumstances associated with career change in 
middle life and point out the economic pressures that have forced some groups into second 
careers." 

Contents: Second careers--a growing trend, by Carol H. Kelleher; Personality and 
career change, by Will Clopton; The case of military "retirement," by Bruce B. Dunning 
and Albert D. Biderman; Implications of job displacement at mid-career, by Lee D. 

Dyer; Unemployment and mid-career change: a blueprint for today and tomorrow, by 
John M, Kinn; The external degree program: one avenue to a second career, by John J. 
McGarraghy; A pilot center for workers at mid-career, by Barbara Wertheimer. 





MOTIVATION 

8-178 

Hampton, David R. 
The planning-motivation dilemma. Business horizons, vol. 16, no. 3, June 1973, 
pp. 79-87. 

Hampton explains that "all planning does have motivational consequences"; however, 
different approaches to planning have different effects on individual behavior. 
Management by objectives and program management are described as two approaches 
which attempt to integrate the technical and motivational aspects of planning. 

8-179 

Jorgenson, Dale 0., Marvin D. Dunnette and Robert D. Pritchard. 
Effects of the manipulation of a performance-reward contingency to behavior in a 
simulated work setting. Journal of applied psychology, vol. 57, no. 3, June 1973, 
pp. 271-280. 

"Research reported here was aimed at testing predictions derived from several 
Expectancy x Value theories of motivation. Experimental manipulation of a per- 
formance-reward contingency was carried out on a sample of 256 male college students 
who were hired to work 6 consecutive days under simulated work conditions, 3 days 
under a high performance-reward contingency condition and 3 days under a low con- 
tingency condition. This manipulation was examined for its effects on the subject's 
perceived effort-pay probability, perceived effort, performance, and valence of 
pay. As predicted, this manipulation had a significant effect on effort-pay 
probability and performance, but failed to produce the predicted differences in 

perceived effort." 








MOTIVATION (Cont'd) 
8-180 1e543 .L57g 
Levinson, Harry. 
The great jackass fallacy. Boston, Harvard University, Graduate School of 
Business Administration, Division of Research, 1973. 178 pp. 

"The assumption that people are motivated by rewards and punishments, Professor 
Levinson calls 'The Jackass Fallacy.' He has detected this Fallacy as corrupting 
the techniques of management appraisal, as underlying the conflicts of family 
businesses, as contributing to the failures of mergers, and as causing a host of 
other seemingly unrelated problems for managers." 

This book presents new material and a synthesis of Harvard Business Review 
articles in which the author reported his observations of the fallacy. 


8-181 

Pritchard, Robert D. and Philip J. De Leo. 
Experimental test of the valence-instrumentality relationship in job performance. 
Journal of applied psychology, vol. 57, no. 3, June 1973, pp. 264-270. 

Data collected during this study do not lend support to the expectancy-valence 
models of work motivation which postulate that the three variables of attractive- 
ness of the consequences of work performance for the individual, degree to which 
performance is related to obtaining each outcome, and perceived degree of relation- 
ship between effort and performance combine multiplicatively. 





8-182 

Weiner, Bernard. BF683 .W43t 
Theories of motivation; from mechanism to cognition. Chicago, Markham, 1972. 
474 pp. 


An examination of four theories of motivation: drive theory (principal proponents, 
Clark Hull, Kenneth Spence), field theory (principal proponent, Kurt Lewin), 
achievement theory (principal proponents, David McClelland, John Atkinson), and 
attribution theory (principal proponent, Fritz Heider). 


OLDER WORKER 


8-183 

Approaching retirement age: attitudes toward older workers and retirement policies in 
three companies. Industrial gerontology, no. 16, Winter 1973, pp. 1-13. 

Representatives of Lockheed-California, Pacific Telephone and Telegraph, Walt 

Disney Productions and the International Association of Machinists and Aerospace 
Workers discuss views and policies concerning older workers. Specifically con- 
sidered are early retirement, pension vesting and portability, pre-retirement 
counseling, post-retirement programs and problems of older workers. 


8-184 

Engelen-Kefer, Ursula. 
Managing the older worker out of the labor market: the West German experience. 
Industrial gerontology, no. 16, Winter 1973, pp. 37-50. 

Employment problems of older workers in West Germany are discussed and 
similarities and differences in the employment situation of older workers in the 
U.S. are pointed out. Labor market strategies for preventing these problems are 
described and evaluated. 


8-185 
Heneman, Herbert G., LII. 
The relationship between age and motivation to perform on the job. Industrial 


gerontology, no. 16, Winter 1973, pp. 30-36. 

Male and female managers of a large retailing organization participated in this 
study which found that motivational perceptions were lower among older workers. 
Heneman suggests that administrators need to consider this negative age-motivation 
relationship in their organizations and investigate the causes. 
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OLDER WORKER (Cont'd) 


8-186 S/C 
Lewis, J. Craig. 
The Age Discrimination in Employment Act of 1967: a practical application. Baylor 
law review, vol. 24, Fall 1972, pp. 601-609. 

Provisions of the Age Discrimination in Employment Act of 1967 are reviewed and the 
interpretation of the Act as applied in Hodgson y. First Federal Savings and Loan 
Association is examined. It is Lewis' opinion that the interpretation in this case 
"places an undue burden of proof on the aggrieved party who has been denied employ- 
ment in favor of a younger applicant, but has little, if any, affirmative proof 
that the sole reason for not hiring him was his age." 

8-187 

Slater, Robert. 
The end of the road at forty? Personnel management (Gt. Brit.), vol. 5, no. 5, 
May 1973, pp. 31-34. 

Findings are reported from a study of organizations which advertised positions 
with age limits in the Daily Telegraph "Professional and Executive" column. Data 
were collected on age limits, salary range, nature of the job and type of firm. 

The firms were surveyed to determine the flexibility of the upper age limit and the 
reasons for stating the upper age limit. 





















































8-188 
Turner, Robert G. and William M. Whitaker, III. 
The impact of mass layoffs on older workers. Industrial gerontology, no. 16, 


Winter, 1973, pp. 14-21. 

This study investigated the problems of older workers who were laid off by 
space-related employers in Brevard County, Florida, during the late 1960's. The 
difficulty which older workers (ages 55-70) and middle-aged workers (45-54) had 
in obtaining new employment was compared with that experienced by all other workers 
in the study. The older group consistently had greater difficulty than all other 
groups. "They held fewer jobs, experienced much longer delays in obtaining new 
employment and received lower pay when they did find jobs." 


ORGANIZATIONS 


8-189 [e608 .Ar3s 
Argyle, Michael. 
The social psychology of work. New York, Taplinger, 1972. 291 pp. 
In this examination of social behavior at work, Argyle covers the problems of 
alienation and low job satisfaction, lack of motivation, communication, conflicts 
between groups, technological change and low rates of economic growth. 
8-190 
Argyris, Chris. 
Personality and organization theory revisited. Administrative science quarterly, 
vol, 18, no. 2, June 1973, pp. 141-167. 
Literature published since 1963 is reviewed to determine which parts of 
personality and organization theory have been confirmed and disconfirmed. 
The literature covers such areas as interaction of personality and organization, 
job enlargement or enrichment, social class and employee behavior, leisure and 
work experiences, rational man decision theories and normative theories about 
human behavior. 
8-191 
Berger, P. K. and A. J. Grimes. 
Cosmopolitan-local: a factor analysis of the construct. Administrative science 
quarterly, vol. 18, no. 2, June 1973, pp. 223-235. 
This study was designed to overcome criticisms of earlier research on the | 
dimensions of the cosmopolitan-local construct, a method of classifying various 
attitudes, values, perceptions and behaviors in order to improve the prediction 
of behavior in complex organizations. Data collected from college and university 
faculty members support all but one of the construct's dimensions. 





ORGANIZATIONS (Cont'd) 





8-192 

Child, John. 
Predicting and understanding organization structure. Administrative science 
quarterly, vol. 18, no. 2, June 1973, pp. 168-185. 

Size as a predictor of organizational structure is studied in a sample of 
British business organizations. The findings indicate "that while size, with 
technology, location and environmental variables, predicts complexity, the 
degree of complexity itself has a more direct relationship with formalization 
than does size, Size, however, remains the major predictor of decentralization." 

8-193 

Holder, Jack J., Jr. 
What's line? What's staff? Supervisory management, vol. 18, no. 6, June 1973, 
pp. 15-19. 

Holder points out the difference between line and staff functions and explains 
how conflict can develop between line and staff personnel. Suggestions are 
made for resolving such conflicts. 


8-194 Id72.9 «H95b 

Huse, Edgar F. and James L. Bowditch. 
Behavior in organizations; a systems approach to managing. Reading, Mass., 
Addison-Wesley, 1973. 500 pp. 

The emphasis of this text is on the human aspects of the organization as a 
system. It includes sections dealing with the factors affecting organizational 
behavior and the characteristics of future organizations. The chapters in Part 
four describe three approaches to organizational development and present a 
case study of an OD program. Chapter nine discusses methods of personnel selection 
and training. 


8-195 Id72 .Kl5c 

Kast, Fremont E, and James E. Rosenzweig. 
Contingency views of organization and management. Chicago, Science Research 
Associates, 1973. 355 pp. 

Contents: Pt. 1, Evolution of organization and management theory; pt. 2, 
Selected readings on contingency views; pt. 3, Relevance of contingency views to 
organization theory; pt. 4, Application of contingency views to management 
practice. 


8-196 1d72.9 .L89m 

Lorsch, Jay W. and Stephen A, Allen, III. 
Managing diversity and interdependence; an organizational study of multidivisional 
firms. Boston, Harvard University, Graduate School of Business Administration, 
Division of Research, 1973. 265 pp. 

"This book uses insights and tools developed by the behavioral sciences to 
examine the organizational issues faced by managers of multidivisional industrial 
enterprises. Its purpose is to contribute to the development of a theory of multi- 
unit organizations which can be useful both to practicing managers and to students 
of organization, Based on a comparison of corporate headquarters units and 22 
divisional top management groups in six firms, the study develops and tests a 
conceptual scheme which systematically addresses a number of problems which 
arise in this increasingly prominent type of organization." 


8-197 Id72 .L880 
Lorsch, Jay W. and Paul R. Lawrence. 
Organization planning; cases and concepts. Homewood, Ill., R. D. Irwin-Dorsey 


Press, 1972." 341 pp. 
Includes readings on "the more widely known conceptual models of organizational 
structures and processes." 
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ORGANIZATIONS (Cont'd) 


8-198 
Mohr, Lawrence B, 
The concept of organizational goal. American political science review, vol. 67, 


no. 2, June 1973, pp. 470-481, 

Reviews critically those organizational goal concepts presented by social 
scientists which have been influential in setting trends and "weave [s] some 
of these strands together in order to produce a more concrete and comprehensive 
conceptualization than those presently available." 


8-199 

Roberts, Karlene H. and Charles C. Snow, eds. 
A symposium: cross-national organizational research. Industrial relations, vol. 12, 
no. 2, May 1973, pp. 137-247. 

The papers included in this symposium examine the following topics: the 

influence of interpersonal trust on employee attitudes and behaviors, the value 
systems upon which managers who advance rapidly base decisions, the use of management 
assessment centers in different cultural settings, the factors influencing 
managerial decision-making styles (participative or autocratic), the effects of 
workers! participation in decision-making in five countries, the methods of 
handling labor-management conflict (collective bargaining and workers' self- 
management), the attitudes of union members and leaders concerning job-related 
vs. political issues and the response of organizations to different environmental 
influences. 


8-200 
Tichy, Noel. 
An analysis of clique formation and structure in organizations. Administrative 


science quarterly, vol. 18, no. 2, June 1973, pp. 194-208, 

The formal organizational variables of compliance, mobility and size are examined 
in relation to the effects they have on the motivational base for informal clique 
formation and the structural constraints related to clique formation. Characteristics 
of five types of cliques are described. 


OVERSEAS PERSONNEL 

8-201 

Miller, Edwin L. 
The international selection decision: a study of some dimensions of managerial 
behavior in the selection decision process. Academy of Management journal, 
vol. 16, no. 2, June 1973, pp. 239-252. 

How do managers select personnel for overseas assignments in managerial 

and professional positions? This study exanined ‘'several dimensions of the 
selection process: (a) The manager's search and evaluative activities prior to 
reaching the selection decision. (b) The manager's perceptions of the job conditions 
and work environment. (c) The manager's judgment concerning the importance of 
various selection criteria relative to the job in question. (d) The pool of 
candidates seriously considered by the manager for tl position." 





PAY 


8-202 
Abrahamson, Mark. 
Talent complementarity and organizational stratification. Administrative science 
quarterly, vol. 18, no. 2, June 1973, pp. 186-193, 
"This article has examined stratification within organizations as a function of 
talent complementarity in an hypothesis deduced of stratification. Viewing 
research-oriented universities as illustrating talent complementarity and teaching- 
oriented universities as illustrating talent additivity, an analysis of salary 
differences between ranks supported the hypothesis that talent complementarity 
produces greater differences in reward between positions (or ranks)." 








PAY (Cont'd) 


8-203 Ie53 .C5Am3e 1972-73 
American Association of University Professors. 
Report on the economic status of the profession, 1972-73; surviving the seventies, 
Washington, 1973. 2v. inl. 
Discusses trends in the compensation of university faculty and tabulates data 
by various faculty characteristics and by institution. The survey covers 1,479 
institutions and will also be published in the 1973 Summer issue of the AAUP Bulletin, 
Vol. 2: Tables and charts... presented at the fifty-ninth annual meeting, St. Louis, 
Mo., April 27-28, 1973. 


8- 204 1e53. .P43Am3a 1972 
American Society for Personnel Administration. 
ASPA salary survey, 1972. Berea, Ohio, 1972. 19 pp. (RPR 72) 
Fourth biennial survey of salaries paid personnel directors or like individuals. 


8-205 Ie102 .In8m 
Interstate Conference of Employment Security Agencies. 
Meeting of E.B. Trigger Subcommittee of Special Committee on Unemployment Problems, 
Silver Spring, Maryland, May 17-19, 1972. Silver Spring, Md., 1972. 72 pp. 
The purpose of this meeting was to develop recommendations for improvements 
in the state and national trigger formulas for the payment of extended unemployment 
benefits. 


8- 206 
Pinto, Patrick R. and Benjamin H. Lowenberg. 
Pay: a unitary view. Personnel journal, vol. 52, no. 6, June 1973, pp. 464-466. 

"The compensation specialist tends to view pay as composed of three elements: amount 
of pay, administrative practices, and pay comparison." A study of employees! 
satisfaction with each of these elements shows that attitudes toward the elements 
were highly correlated with each other. The authors recommend considering pay as 
a unitary concept because the inadequacy of one element to satisfy employees will 
undermine the effectiveness of the entire salary administration program. 


8-207 S/C 
Ratchford, B. U. 
Recent changes in public pay policies. National tax journal, vol. 25, no. 4, 


December 1972, pp. 531-540. 

A comparison of recent trends in private and public employee compensation shows 
that public employee pay has increased faster than pay in the private sector. 
Some of the factors causing this increase, primarily in Federal employment, 
are identified as increases in pay scales in an effort to attain pay comparability, 
upgrading of employees and increased unionization. Ratchford discusses some of the 
problems resulting from the application of the pay comparability principle, the 
under-financing of retirement benefits and the Federal policies concerning 
accumulated sick leave and severance pay. 


8-208 Te52.9 .T3le 
Texas. University. Bureau of Business Research, 
Compensation of professionals; a selected and annotated bibliography, by N. Carroll 
Mohn, Austin, 1972, 90 pp. (Bibliography series no. 16) 
"Section I is an analysis of general conclusions, impressions, and inferences 
about professional compensation that have surfaced during the course of compiling 
the annotatéd bibliography, Section II." 
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PERFORMANCE EVALUATION 


8-209 

Conant, James C. 
The performance appraisal. Business horizons, vol. 16, no. 3, June 1973, 
pp. 73-78. 

Studies of the performance appraisal process indicate that the interpersonal 
dynamics between the manager and subordinate during the appraisal interview can 
be counterproductive to appraisal goals. Conant recommends using the management 
by objectives approach as a means of achieving the desired results of appraisals. 








8-210 

Tansik, David A. 
Influences of organizational goal structures upon participant evaluations. 
Academy of Management journal, vol. 16, no. 2, June 1973, pp. 265-276. 

In this research conducted in 17 business organizations and 16 U.S. Federal 
civilian government organizations the following relationships were hypothesized: 
"The greater the specificity of the organizational goal structure, the greater 
will be the use of organizational output measures in evaluations of organizational 
participants. The lower the specificity of the organizational goal structure, 
the greater will be the use of performance measures in evaluations of organizational 
participants. The use of efficiency measures in participant evaluations is unrelated 
to the specificity of the organizational goal structure." All of the relationships 
were supported and the author concluded that these findings lend support to the 
use of management by objectives. 


PERSONNEL ADMINISTRATION 


8-211 Iell .B27p 
Bard, Ray. 
Personnel procedures and policies. Washington, Education, Training, and Research 
j Sciences Corp., 1971. 87 pp. 
A discussion of personnel as it relates to social service programs. Illustrates 
methods, models and forms. Sections on job analysis, structuring work relationships 
and expectations, recruitment and selection, performance and discipline, career 
development, and the agency director and the board. 
8-212 
Cappadona, Nunzio. 
Personnel survey--one way of improving personnel management. Journal of Navy 
civilian manpower management, vol. 7, no. 2, Summer 1973, pp. 1-2. 
When a survey of the personnel management program at the U.S. Navy International 
Logistics Control Office in Bayonne, New Jersey, showed that improvements were 
needed in the program, a panel investigated 11 areas of personnel management and 
made 30 recommendations for improvements. A second survey made one year after the 
last recommendation was adopted showed improvements in all personnel areas when 
compared to the results of the first survey. 
8-213 
Dewey, David H., Jr. 
The employee as a customer, Personnel administrator, vol. 18, no. 3, May-June 
1973, pp. 24-26. 
If one views the company in the role of a seller of the product of good pay, 
benefits, job opportunities and security and employees in the role of a buyer who 
knows the price of the product and delivers full payment of the price when the 
product is delivered, then, the author concludes, the market mechanism will 
result in the best return for the company and <he greatest opportunity for the 
employees to develop their capabilities and level of performance. 
8-214 
Dunton, Edward A, 
Pressures on public manpower systems. Good government, vol. 90, no. 2, Summer 
1973, pp. 12-17. 

In this address before the American Society for Public Administration conference, 
the Deputy Executive Director of the U. S. Civil Service Commission discusses several 
of the major factors affecting public manpower systems: affirmative action, unionism, 
centralization/decentralization, productivity, authority, job classification, political 
activities, occupational health and the judiciary. 














PERSONNEL ADMINISTRATION (Cont'd) 





8-215 HV7935 .L55p 1971 
Leonard, V. A. and Harry W. More, 
Police organization and management, 3d ed. Mineola, New York, Foundation Press, 
1971, 557 pp. 
Selected chapters: The Police executive; Police personnel selection; The police 
training function. 


8-216 
Sands, William A. 

A method for evaluating alternative recruiting--selection strategies; the CAPER 
model. Journal of applied psychology, vol. 57, no. 3 June 1973, pp. 222-227. 
The Cost of Attaining Personnel Requirements (CAPER) model is a method of 
evaluating the costs of different recruiting-selection strategies. The author de- 

monstrates the model in a hypothetical situation. 


8-217 Iell1.8 .Sch8pa 
Schultz, Duane P, 
Psychology and industry today. New York, Macmillan, 1973. 502 pp. 
Text for undergraduate students. 
8-218 
Seamans, Lyman H., Jr. and Alfred J. Walker, Jr. 
Questions and answers about employee information systems. Personnel administrator, 
vol. 18, no. 3, May-June 1973, pp. 48-51. 

In a dialogue format, the value of employee information systems is explored. The 
primary areas of usage in personnel departments are in wage and salary administration; 
manpower planning, including skills inventory systems; and benefits administration. 
An EIS is described as a system for "collecting, Logically structuring, maintaining 
and accessing" employee data through both manual and computer programs. 


8-219 

Swart, J. Carroll. 
The worth of humanistic management. Business horizons, vol. 16, no. 3, June 1973, 
pp. 41-50. 

The author cites many instances of the application of humanistic management, or 
behaviorist theories, to the work of both white-collar and blue-collar employees. 
The examples described include applications of job enlargement, job enrichment, 
human resource accounting, job redesign, paying salaries instead of wages and 
removing time clocks. The overall purpose has been to increase employee motivation, 
job satisfaction, morale and productivity. 


8-220 

Tetz, Frank F. 
Evaluating computer-based human resource information systems: costs vs benefits. 
Personnel journal, vol. 52, no. 6, June 1973, pp. 451-455. 

According to Tetz, the evaluation of computerized personnel information systems 
requires assessment of the system's effectiveness in providing managerial decision- 
making information and of its ability to produce savings in time and money when 
compared to former methods. The author's experience in evaluating these systems 
has led him to several conclusions related to possible benefits and savings and 
requirements for successful implementation. 

8-221 

Tomeski, Edward A. and Harold Lazarus. 
The computer and the personnel department. Business horizons, vol. 16, no. 3, 
June 1973, pp. 61-66, 

"The prevalent approach to the use of computers in personnel systems is 
antiquated; it consists of fragmented, low pay-off, data-processing jobs." The 
authors describe an integrated personnel information system designed to provide 
information for improved decision-making. They also identify organizational variables 
influencing the effectiveness of computerized personnel systems. 
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PERSONNEL DEPARTMENTS 
8-222 
Jones; J.A.G. 
Training for personnel in the health service. Personnel management (Gt. Brit.), 
vol. 5, no. 5, May 1973, pp. 35-37. 
Describes the development and characteristics of the training program designed 
for personnel specialists in the National Health Service. 





8-223 

Poole, Michael. 
A back seat for personnel. Personnel management (Gt. Brit.), vol. 5, no. 5, 
May 1973, pp. 38-41. 

The participation of the personnel department in the settlement of labor relations 
disputes was observed in two British factories. ''The main findings were that the 
managers ... rarely sought the advice of personnel officers on points of labour 
relations practice...." 


PERSONNEL PRACTICES 
8-224 1c203.1 Box 
Massachusetts. Bureau of Personnel & Standardization. 
Rules and regulations governing vacation leave, sick leave, travel, overtime, military 
leave, court leave, other leave, charges to state personnel, accident prevention; 
as authorized by Section 28 of Chapter 7 of the General Laws. Boston? 1971. 33 pp. 





8-225 Ref. 1e500 .Un584f 
U.S. General Services Administration. 
Federal travel regulations. Washington, 1973. lv. (FPMR 101-7) 

Covers travel allowances, relocation allowances, payment of expenses connected 
with the death of certain employees and reductions in meeting and training allowance 
payments. 

Replaces OMB circulars A-7, A-48 and A-56. 


PERSONNEL RESEARCH 
8-226 Ta21 .P41Un455a 1954-1971 
U.S. Department of the Air Force. 

Abstracts of personnel research reports: 1954-1971, Lackland Air Force Base, Texas, 


Air Force Systems Command, Air Force Human Resources Laboratory. Personnel Research 
Division, n.d. 170 pp. 





POSITLON CLASSIFICATION 

8-227 

Shafritz, Jay M. 
Position classification; a behavioral analysis for the public service. New York, 
Praeger, 1973. 133 pp. 

Shafritz explains that the major factor contributing to the obsolescence of 
public service position classification programs is the failure to incorporate 
knowledge of organizational behavior into the design of these programs. He 
examines the development of existing position classification systems, particularly 
in the Federal government, and presents a case study of classification practices 
in the city of Philadelphia. The book concludes with a look at the role of 
position classification in the post-bureaucratic age. 

Extensive bibliography. 


PRODUCTIVITY 


8-228 
Franklin, Carter L., II. 
Controlling productivity. Wharton quarterly, vol. 7, no. 2, 1973, pp. 30-39. 
Franklin defines productivity, explains how to analyze and measure productivity 
and describes a manual and a computer-based system for controlling productivity in a 
manufacturing organization. 





Ie29 .Shlp 





PRODUCTIVITY (Cont'd) 


8-229 1d214 .M19p 
McKersie, Robert B. and L. C. Hunter. 
Pay, productivity and collective bargaining. New York, St. Martin's Press, 1973. 
389 pp. 
Traces the development of productivity bargaining in Great Britain. Discusses its 
causes, accomplishments, impact, and future. 


8-230 

Robinson, A. Selden. 
Does seniority mean productivity? Personnel administrator, vol. 18, no. 3, 
May-June 1973, pp. 30-31. 


Questions traditional business practice of rewarding seniority. Since workers 
in the bulk of jobs in many organizations reach top productivity in two to four 
years and since training time ranges from one day to one week, it is proposed 
that rather than encourage organizational loyalty, perhaps workforce turnover should 
be encouraged to insure higher productivity. 


PROMOTION 


8-231 
Wilbourn, Macon. 
Peter's Principle and the proximity illusion, | Personnel administrator, vol. 18, 


no. 3, May-June 1973, pp. 15-16. 

The author contends that the Peter Principle does not go far enough and suggests 
that an employee may actually rise above his level of incompetence. He sees promotion 
based on the proximity of the subordinate to the supervisor (rather than on objective 
criteria) as being the cause of this tendency. 


PUBLIC ADMINISTRATION 


8-232 JS331 .F24d 
Farr, Walter G., Jr., Lance Liebman, and Jeffrey S. Wood. 
Decentralizing city government; a practical study of a radical proposal for New 
York City. New York, Praeger, 1972. 242 pp. 

Discusses the problems of centralized government in New York City and examines 
the possible benefits of decentralization, Chapter six investigates the effects 
of decentralization on the civil service system and collective bargaining. 

Sponsored by Bar Association of the City of New York, 





8-233 Iall .G58p 1972 
Golembiewski, Robert T., Frank Gibson, and Geoffrey Y, Cornog,eds. 
Public administration; readings in institutions, processes, behavior. 2d ed. 


Chicago, Rand McNally, 1972. 617 pp. 

The papers selected for this volume examine various aspects of the three worlds 
in which the administrator operates: "the behavioral, the institutional and 
functional, and the processual." 

8-234 

Rayner, Derek. 
Making room for managers in Whitehall. Management services in government (Gt. Brit.); 
vol, 28, no. 2, May 1973, pp. 61-66. 

Rayner believes that the achievements of managers in British government department 
fail to match those of managers in the private sector "because the managers do not 
have the scope to operate as they do in the best run businesses." He suggests that, 
in order to succeed, managers must be given the room to operate, particularly in 
regard to the management of people who may be employees, suppliers or customers of 
the department. Several particular problems associated with management in 
government are described. 
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PUBLIC ADMINISTRATION (Cont'd) 





8-235 Iall .R26p 
rehfuss, John. 
Public administration as political process. New York, C. Scribner, 1973. 247 pp. 
Because public administrators must operate as part of the political process, 
Rehfuss discusses public administration within the political environment. "Little 


attention has been devoted to organizational structure, administrative techniques, 
or management principles. Instead this study places primary emphasis on political 
concerns, high-lighting the intergovernmental nature of administration in the 
United States." 

Chapter six examines the characteristics and functions of political and career 
executives in the Federal service. 


RELOCATION 
8-236 
Estey, Richard B. 
How to pick a relocation management firm. Personnel journal, vol. 52, no. 6, 
June 1973, pp. 475-478. 
The author offers guidelines for evaluating the services offered by employee 
relocation management firms. 


8-237 
Holzman, Robert S, 
Moving the mobile manager. Dun's, vol. 101, no. 6, June 1973, pp. 105-106, 
Discusses tax treatment of moving expenses and reimbursements. 


REMOVAL 


8-238 

Fisher, Robert W. 
When workers are discharged--an overview. Monthly labor review, vol. 96, no. 6, 
June 1973, pp. 4-17. 

This report explains how workers are protected from dismissal by union contracts 
and by laws which cover union and nonunion employeés in both the public and private 
sectors. "It concludes with a consideration of suggestions for improving safeguards 
and how discharge is handled in selected other countries." 


88239 
Howell, Barbara. 


Don't bother to come in on Monday; what to do when you lose your job. 
St. Martin's Press, 1973. 146 pp. ; 

Includes chapters on the exit interview, resumes, 
staying until retirement. 
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8-240 

McCall, Thomas R. 
Pension plans and fringe benefits -- some new developments, Management controls, 
vol. 20, no. 6, June 1973, pp. 148-151. 

Discusses the impact on pension plans of rising social security costs and of 
such other trends as the liberalization of early retirement provisions and vesting 
requirements. Notes new benefit practices which have gained some acceptance and 
recommends that the employer's long range pension planning anticipate rising costs 

as well as the need to coordinate benefit programs. 








RETIREMENT (Cont'd) 


8-241 Ie713 .M92r 1972 
Municipal Finance Officers Association of the United States & Canada. 
Retirement papers presented during 66th annual MFOA Conference, Denver, Colorado, 
May 28 - June 1, 1972, Prepared by Committee on Public Employee Retirement 
Administration, Chicago? 1972. 37 pp. 
The papers examine major issues of concern to the pension fund administrator 
such as fringe benefit costs, labor negotiations, investment management, trustee 
responsibilities and legislative proposals for pension reforms. 


8-242 
Palmore, Erdman. 
Compulsory versus flexible retirement: issues and facts. Industrial gerontology, 


no. 17, Spring 1973, pp. 80-82. 
The author suggests that "flexible retirement would be an economically sound 
policy," and he suggests three ways of encouraging flexible retirement. 
Abstracted from The Gerontologist, vol. 12, no. 4, Winter 1972, pp. 343-348. 





8-243 Ie711l .Un44t 
U.S. Department of Labor. 
The trial retirement program of the U.S. Department of Labor. Prepared by Office 
of Personnel. Washington, 1972. 3 pp. (Pamphlet OP/TR-3) 
A description of the program which allows eligible employees to retire with 
the understanding that they may resume employment with the Department after one 
year if they wish. 


RETIREMENT - - PLANNING 


8- 244 Ie717.5 .C77h 
Cooley, Leland F. and Lee M, Cooley. 
How to avoid the retirement trap. Los Angeles, Nash, 1972. 285 pp. 
Identifies the most common difficulties faced in retirement, explains how 
such problems come about, and suggests ways of avoiding them. 


8-245 s/C 
Monk, Abraham. 
Factors in the preparation for retirement by middle-aged adults. The Gerontologist, 
vol. 11, no. 4, pt. 1, Winter 1971, pp. 348-351. 

This study of the attitudes of administrative and professional men (ages 50-59) 
toward the pre-retirement process found that the respondents neither looked forward 
to nor actually prepared for retirement life. 

8- 246 
Weller, Truman D. 
What retirees should know about the intricacies of social security. Personnel 
journal, vol. 52, no. 6, June 1973, pp. 460-463, 484, 
Mr. Weller explains some of the problems retirees may have in understanding 
limitations on employment and self-employment under the social security program. 





SAFETY 
8-247 
Johnson, Roy H. 
Safety by objectives. Supervision, vol. 35, no. 6, June 1973, pp. 3-5. 
Stresses the importance of motivating employees to work safely. Presents seven 
basic tactics for an effective safety program. 
8-248 
Showalter, David R. 
How to make the OSHA--1970 work for you; handbook of the William-Steiger Occupational 
Safety and Health Administration. Ann Arbor, Mich., Ann Arbor Science, 1972. 149 pp. 
Interprets scope and intent of the Act; "features information on how to use the 
Act to improve your employer-employee communicating techniques. Special emphasis is 
placed on training and education and motivational techniques." 


1e558 .Sh8h 
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SCIENTISTS AND ENGINEERS 





-249 - ; 
8-2 ; Iel72 .2n3en 1972 
Engineering Manpower Commission, 

Engineering and technician enrollments, 1972, New York, Engineers Joint Council, 


1973. 136 pp. 


g- 250 
Engineering Manpower Commission. 
Salaries of engineers in education; special report, 1972. New York, 1973, 


[e53 .En3En3se 1972 





56 pp. 
SECURITY PROGRAM 
8-251 1e299 .M35s 
Marsh, James G. 
The selection and development of a [ security | classification manager. n.ep., The 


Author, 1972. 5 pp. 

Based on his experience at Sandia Laboratories, the author presents his views 
on the qualifications and training of classification analysts who are responsible 
for deciding what information requires security protection. 

Paper presented at National Classification Management Society Seminar, Palo 
Alto, Calif., 19 July 1972. 


SELECTION 


8-252 

Bassett, Glenn A. 
The psyche of selection. Personnel administrator, vol. 18, no. 3, May-June 1973, 
pp. 19-23. 

An in-depth view of employee selection for hiring, upgrading and promotion. 
Describes sound placement practices and explains why they are often perverted. 
Emphasizes that a good selection strategy seeks both to place suitable 
candidates and to supply incentive to employees to develop themselves for their 
current jobs and for promotional opportunities. 


8-253 
Maner, Arnold H. and Arthur G. Cosby. 
Personnel selection: an empirical approach. Journal of the College and University 


Personnel Association, vol. 24, no. 3, May 1973, pp. 96-98. 

Preemployment psychological testing, once used as a personnel screening device, 
has been discontinued by many employers because of possible discriminatory results. 
Other devices, such as bivariate analysis of biographical data and the development 
of "weighted" application blanks, are now being studied as methods of selecting 
employees who are likely to remain with the organization. The authors review a 
study in which biographical variables were subjected to both bivariate and multi- 
variate analysis and show that multivariate analysis is preferred. 

8-254 BF698 .W63p 
Wiggins, Jerry S. 
Personality and prediction: principles of personality assessment. Reading, 
Mass., Addison-Wesley, 1973. 656 pp. 

In “American milestone studies," a section of Chapter 11 on representative 
assessment programs, selection programs used by the Office of Strategic Services, 
the Air Force, the Veterans Administration, and the Peace Corps are examined. 


SUPERVISION 

8-255 

Duncan, Daniel M, 
= e re operating level, Supervisory management, vol. 18, no. 6, June 1973, 
Pp. . . 

Traditional mana 

first level of supe 
can be tailored to 
improvements. 


gement by objectives programs may not be successful at the 
rvision, but the MBO basics of goal-setting and feed-back 
the needs of this level and can result in performance 








SUPERVISION (Cont'd) Test 
8- 256 8- 26 
Runyon, Kenneth E. Fincl 
Some interactions between personality variables and management styles. Journal of Pe 
applied psychology, vol. 57, no. 3, June 1973, pp. 288-294. J 
The purpose of this study was to examine the interaction between management 
style and the personality variable "locus of control" on the employee's job involve- al 
ment and his satisfaction with his supervision. Locus of control refers to the dc 
belief that a person can or cannot control his destiny. The following relationships Ci 
were hypothesized: (1) the more an individual perceives himself as an internal (or tl 
controlling his own environment), the greater will be his satisfaction with parti- Pr 
cipative management; (2) the more closely an internal's supervision approaches 8-26 
participative management, the greater will be his job involvement; (3) the perceived Gree 
job involvement of an external will be low regardless of supervisory style. Hypotheses [i 
l and 3 were supported, while 2 was only partially supported. N 
SUPERVISORS c 
8-257 = 
Beatty, Richard W. + 
, a , Pinde 
Blacks as supervisors: a study of training, job performance, and employers' St 
expectations. Academy of Management journal, vol. 16, no. 2, June 1973, pp. 196-206, ‘ 
This study investigated employers' evaluations of black supervisors’ job . 
performance following a supervisory training program. "The results indicated that me 
employers tended to evaluate performance not on factors related to program content st 
or on task-related behaviors, but on other behaviors black supervisors demonstrated ‘os 
while at work." Implications of these results are discussed for both training 
and evaluation of minority supervisors. ; 
8-258 mi 
Marcus, Philip M. and James S. House. 
Exchange between superiors and subordinates in large organizations. Administrative -¢ 
science quarterly, vol. 18, no. 2, June 1973, pp. 209-222. ‘ 
"Social exchange theory is used to formulate hypotheses about superior-subor- 
dinate relations in large complex organizations. The behavior of superiors were 
characterized as expressive and instrumental. These two modal types of behavior 
can be considered reconceptualizations of the human relations amd Weberian models TRA 
of supervisory behavior, respectively, into exchange terms. It was predicted that B= 2¢ 
both modes increased subordinates' social profit, resulting in increased loyalty Bald 
to the superior, greater compliance with his demands, and reduced conflict between 1 
the two organizational levels. ... ‘ 
"Data from self-administered questionnaires, collected in one district of a 
large midwestern organization, are used to support the hypotheses derived from ‘ 
the theoretical model...." 
8-259 8-2 
Strasser, A. L,. U.S 
The role of supervisors in health and safety. Industrial medicine and surgery, 
vol. 42, no. 6, June 1973, pp. 11-12. 
Discusses the variety of activities which are part of the supervisor's 
responsibility for ensuring a healthy and safe work place. 
TESTS 
8- 260 
Arvey, Richard D. and Stephen J. Mussio. TRAI 
Test discrimination, job performance and age. Industrial gerontology, no. 16, 8 26 
Winter 1973, pp. 22-29. . 
Results of five tests and supervisory performance ratings were compared for US. 
two groups of female clerical employees of the Minneapolis civil service. The A 
younger group (24 or under) scored better on three of the tests and the older 
group (50 or over) scored better on the other two, but there was no variation ; . 
between the groups on the basis of performance ratings. The authors point out . 
that relying on the tests for selection purposes could result in unfair discrimina- 
tion on the basis of age. 
J 
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TESTS (Cont'd) 
8-261 
Fincher, Cameron, 
Personnel testing and public policy, American psychologist, vol. 28, no. 6, 
June 1973, pp. 489-497, 

Examines various efforts to shape public policy in the area of personnel testing 
and points out problems that remain to be solved. Discusses guidelines laid 
down by the Equal Employment Opportunity Commission and the Office of Federal 
Contract Compliance, the Supreme Court decision in Griggs v. Duke Power Company, 
the Equal Employment Opportunity Act of 1972, and the role of the American 
Psychological Association. 





8-262 S/C 
Green, James S. 
[Griggs v. Duke Power Co. (U.S. 1971)] Villanova law review, vol. 17, no. 1 
November 1971, pp. 147-158, 
Green examines the possible impact on employment practices of the decisions in 
Griggs v. Duke Power Co. and other cases involving employment tests, 


> 








8-263 
Pinder, Craig C. 
Statistical accuracy and practical utility in the use of moderator variables. Journal 


of applied psychology, vol. 57, no. 3, June 1973, pp. 214-221. 

This research is a result of recent interest in the use of "moderator" or "modifier" 
techniques in improving the predictive accuracy’ of psychological tests in selection 
strategies. "The present study is an attempt to demonstrate the relationships between 
sample size, validity, predictive accuracy, and utility in selecting proficient em- 
ployees through strategies involving the preselection of ‘predictable' subgroups from 
a sample of recruits."" Two hundred and four customer engineers working for a large 
midwestern computer manufacturer participated in the study. 

8-264 Tech. Rpts. 

U.S. Department of the Navy. 
An investigation of possible test bias in the Navy basic test battery, by Patricia J. 
Thomas. San Diego, Calif., Naval Personnel and Training Research Laboratory, 1972. 


19 pp. 
TRALNING 
8-265 
Baldwin, Doris M. 
Train them young, train them old, but train them right! Job safety and health, 


vol, 1, no. 7, June 1973, pp. 8-13. 

States that the way a job is taught is as important as the why and what. Provides 
examples of the use of such modern devices for training as films and video tapes. 
8-266 1e418.3 .1n90c 1973 

U.S. Social and Rehabilitation Service. ' 
A trainers guide to andragogy; its concepts, experience and application, by 
John D. Ingalls. Rev. ed. Washington, U.S. Govt. Print. Off., 1973. 242 pp. 
"Part I of this guide presents the major principles and concepts of Andragogy 
[adult learning]. Part II aims at providing trainers with deeper insight into 
their own learning experience, and specific assistance in learning how to work 
with groups; and design, apply, and evaluate andragogical training programs. 


TRAINING- - ADMINISTRATION 
8-267 
U.S. Department of the Navy. 
Annual civilian training report, fiscal year 1972. Washington, 1972. l v. 
Reports on training instances during FY 1972 with comparative data in some 


charts for the three preceding fiscal years. Data on training costs and training 
of females and data for selected Navy activities are also included. 
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TRAINING - - METHODS 


8- 268 Ie411 .B66h 
Boucher, Brian G., Merrill J. Gottlieb, and Martin L. Morganlander. 
Handbook and catalog for instructional media selection. Englewood Cliffs, N.J., 
Educational Technology Publications, 1973, 187 pp. 

Generally discusses how to select the appropriate media to accomplish specific 
learning objectives and then describes the attributes and disadvantages of 
specific media. The final section lists the features available on each device 
associated with the media described in the previous section. Includes a directory 
of equipment manufacturers. 


8-269 

Lundgren, David C. 
Attitudinal and behavioral correlates of emergent status in training groups. 
Journal of social psychology, vol. 90, first half, June 1973, pp. 141-153. 

"Relationships between the emergent status of members and their attitudes and 
behavior were examined in two 10-man T groups during a four-day training laboratory, 
In Group A, where the trainers were relatively inactive and nondirective, the 
higher the status of members, the greater was their tendency to identify with the 
group, to view the group sessions as productive, and according to observer 
ratings, to show correspondence in their behavior with typical T-group norms - 
(regarding self-exposure, openness, trust, etc.). In Group B, where the trainers 
were relatively active and directive, a directly contrasting pattern was observed, 
ees The substantial differences between trends in the two groups were interpreted 
as consequences of the contrasting styles of the respective trainers." 

8-270 1e608 .P47a 
Pfeiffer, J. William and John E. Jones, eds. 
Annual handbook for group facilitators, 1972. Iowa City, University Associates, 
1972. 271 pp. 

This handbook for human relations trainers describes structured experiences and 
instruments which can be used in human relations training, provides outlines for 
brief lectures, presents papers on the theory and practice of human relations training, 
and describes resources (organizations, films, books) available to the trainer, 

8-271 1e425.9 .R27t 
Reidy, Joseph J. 
The sensitivity phenomenon. St. Meinrad, Ind., Abbey Press, 1972. 134 pp. 

A practicing psychiatrist and psychoanalyst evaluates sensitivity training 
and encounter groups as they exist today. He.considers history, philosophy, 
methods, leaders and results. 

8-272 

Salinger, Ruth D. 
Correspondence study: a review for trainers. Training in business and industry, 
vol. 10, no. 6, June 1973, pp. 18-25. 

Presents advantages and limitations of home study. Suggests that courses be 
evaluated and that home study be a part of the total training package. Offers 
guidelines for using correspondence education. 





WOMEN - -EMPLOYMENT 

8-273 

Barnard, Thomas H, ah 
The conflict between state protective legislation and Federal laws prohibiting sex 
discrimination: is it resolved? Wayne law review, vol. 17, January-February 1971, 
pp. 25-65. 

Provides a historical perspective on the development of state protective laws 

for women and the development of Federal laws prohibiting discrimination on the 
basis of:sex. Explains how the Equal Employment Opportunity Commission and 


the courts have attempted to resolve the conflict between the state and Federal 
laws. 








WOMEN- - EMPLOYMENT (Cont'd) 
— Tech. Rpts. 
David, Deborah S. 

Career patterns and values; a study of men and women in science and engineering. 

Springfield, Va., National Technical Information Service, 1971. 258 pp. 

(PB- 208-305) 

"Data from the 1962 post-census study of science and engineering manpower are 
used to analyze how women fare in these occupations. The study compares the 
typical woman in age to the typical man. She appears more likely than the man 
to have a father in a white collar occupation. Statistical comparisons are 
made on advanced degrees, marrying and having children, working for the government, 
and hours working per week and weeks per year. Comparison of occupational values 
indicates that women are more likely to score high on a people-orientation index, 
men on an intellectualism index." 

Doctoral dissertation, Columbia University, 1971. 

8-275 

Gannon, Martin J. and D. Hunt Henrickson. 
Career orientation and job satisfaction among working wives. 
psychology, vol. 57, no. 3, June 1973, pp. 339-340. 

Two factors of career orientation were found in this study of retail clerks and 
office workers in six Washington, D.C. area establishments: job involvement and the 
relative importance of work over the family. Job involvement was found to be 
positively and significantly related to job satisfaction, 

8-276 
Glazer-Malbin, Nona and Helen Y. Waehrer, eds. 


Women in a man-made world; a socioeconomic handbook. Chicago, Rand McNally, 
1972. 316 pp. 


Journal of applied 


HO1206 .~G46w 


A collection of articles on the social and economic experiences of women. 

Includes sections on their economic contribution and the job market. 

8-277 

National Organization for Women. 
A report on sex discrimination practiced by employment agencies, by Sandra Zwerling 
and Beth Rocke. New York, 1973. 13 pp. 

Out of 459 employment agencies contacted by telephone in New York, Philadelphia, 
Chicago and Los Angeles during the spring and summer of 1972, "only 13 refused to 
accept a job order because they recognized that the order was discriminatory, in 
that men were clearly and specifically requested." 

Based on survey conducted by ...and American Jewish Congress, National Women's 
Division. 

8-278 

Spain, Jayne B, 
Job stereotyping; a time for change. 
July 1, 1973, pp. 549-551. 

In this address before the annual meeting of the Printing Industries of 
Cincinnati, Civil Service Commission Vice Chairman Jayne B. Spain emphasizes the 
need for changes in stereotypes, attitudes and myths if equal employment opportunit 


for women is to be a reality. She points out that the same istrue for minorities 
and the handicapped. 


8-279 
Tobias, Sheila and Lisa Anderson. 
Whatever happened to Rosie the Riveter? Ms., vol. 1, no. 12, June 1973, pp. 92-95. 
The authors dispute the popular public image of the female war worker as 


middle-class housewif2 who jumped in and out of the wartime labor market ir 
effort to fulfill her patriotic duty. 


[e154 .N2Ir 


Vital speeches of the day, vol. 39, no. 18 


a 
an 
"In reality, Rosie worked before the wa 


Gis 


but at a low-paying, insecure job in a service occupation (as waitress, laundress, 
or clerk); she moved into factory work because of the demand, good pay, 
seniority rights, union benefits, and advancement opportunities. 

"It is true she left the plant after the war, but she did not retire 


voluntarily. In fact, she did not retire at all, but was forced back, at best, 


to the restaurant, laundry, or small shop from which she had escaped, and at 
Worst, onto unemployment compensation or welfare." 

The following article ("Daughters of Rosie the Riveter; some working women of 
today," pp. 96-97) relates some of the problems women experience at work. 
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